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ARTICLE I: GENERAL PROVISIONS - SECTION | - PURPOSE

1-1 AGREEMENT

Pursuant to the policy set forth in Public Law 95-454, the following articles constitute an agreement by
and between The Adjutant General, State of California, hereinafter referred to as the Employer, and the
Fresno Grizzly Chapter 118, Association of Civilian Technicians, hereinafter referred to as the Labor
Organization and collectively referred to as the Parties.

1-2 MUTUAL COVENANTS
This agreement identifies the mutual covenants of the parties hereto, which have the intention and
purpose to:

a. Promote and improve the efficiency of operations at the Fresno Air National Guard and the well being
of its employees within the meaning of Public Law, 95-454.

b. Provide for the highest degree of efficient operations for the 144™ Fighter Wing.
c. Encourage the submission of constructive work improvement and cost reduction ideas.

d. Promote awareness of accident prevention and strengthen good relations between the management,
the employees and the local community.

e. Establish a basic understanding relative to personnel policies, practices and procedures and matters
affecting other conditions of employment within the jurisdiction of The Adjutant General.

f. Provide a means for amicable settlement on matters of mutual interest.
g. Promote employee communications and information on personnel policy and procedures.

1-3 DEFINITIONS
a. “Adverse Action”™ An adverse Action is defined as a suspension, removal, reduction in grade, or
compensation of an employee.

b. “Confidential Employee™ means an employee who acts in a confidential capacity with respect to an
individual who formulates or effectuates management policies in the field of labor-management
relations.

c. “Consult’ - to meet so as to consider non-binding views or ideas.

d. “Disciplinary Action” — Disciplinary actions are defined as oral admonishment or a letter of reprimand.

e. “Employer’- The Adjutant General, State of California.

f. “HRO” - Human Resources Office. The designee of The Adjutant General assigned the responsibility
to carry out all technician personnel functions.

g. “Labor Organization™- Defined as 5 USC, Chapter 71, Section 7103(4).

h. “Management Official”- means an individual employed by an agency in a position the duties and
responsibilities of which require or authorize the individual to formulate, determine, or influence the
policies of the agency.

i.  “National Union Official”- ACT national representatives.

- "Negotiate” — To confer so as to come to terms or reach an agreement.

k. “Promotion”- The movement of an employee, while serving continuously within the same agency, to a

higher grade level within the same job classification system and pay schedule, or to a position with a
higher rate of basic pay in a different job classification system and pay scheduie.
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l. “Steward’- A shop steward is an official labor organization representative who is an elected or
appointed union member that represents the interests of the union and members covered by the
bargaining unit at various work sites.

m. “Supervisor’- an individual employed by an agency having authority in the interest of the agency to
hire, direct, assign, promote, reward, transfer, furlough, layoff, recall, suspend, discipline, or remove
employees, to adjust their grievances or to effectively recommend such action, if the exercise of the
authority is not merely routine or clerical in nature but requires the consistent exercise of independent
judgment.

n. "Technician”- Federal Civil Service Employee employed by the California Air National Guard.

0. “Union Official’- Local officers and representatives of the exclusive bargaining unit.

1-4 CONTRACT DISTRIBUTION
The employer will make this agreement available electronically immediately upon approval. In addition,
the employer agrees to provide a copy of this agreement for each bargaining unit member approximately
30 days after approval. Additionally, during the term of this agreement, each subsequent bargaining unit
member hired will be provided a copy. The parties understand that extenuating circumstances may affect
the preparation of printed copies.

1-5 LABOR/MANAGEMENT TRAINING

The Employer and Labor Organization will insure that all supervisory/management personnel and Labor
Representatives are trained as to the provisions of this agreement. Members of both negotiating teams
will jointly present the training to a forum of both supervisor/management personnel and Labor
Representatives.

SECTION Il - BARGAINING UNIT/EXCLUSIVE RECOGNITION

1-6 BARGAINING UNIT

It is recognized by the employer that the Association of Civilian Technicians (ACT) has been designated
and selected by majority of the Technicians as their representative for purposes of exclusive recognition,
and pursuant to 5 USC Chapter 71, said organization is the exclusive representative of all Civilian
Technicians in the bargaining unit.

INCLUDED: All wage grade and general schedule employees employed by the California
National Guard at Fresno ANGB, California.

EXCLUDED: Professional employees, management officials, supervisors, and employees
described in 5 USC §7112 (b) (2), (3), (4). (6), and (7).

NOTE: In applying this paragraph, §7112 of 5 USC pertaining to supervisors and others who must be
excluded from the bargaining unit will prevail. Any changes to the bargaining unit, after the effective date
of this agreement, will be through mutual consent or a FLRA clarification of unit.

1-7 APPLICATION

This agreement, to include all articles herein, is applicable to all bargaining unit technicians, whether
union members or not.

1-8 GENDER REFERENCES

It is agreed that for the purpose of this agreement, reference to the word "he" is intended to include both
the masculine and feminine genders, unless otherwise specifically addressed herein.

SECTION lil - TECHNICIAN RIGHTS

1-9 EMPLOYEE RIGHTS IAW 5 USC CHAPTER 71

a. Parties to this agreement recognize that, "each employee shall have the right to form, join, or assist
any labor organization, or to refrain from such activity, freely and without fear of penalty or reprisal, and
each employee shall be protected in the exercise of such right”. Nothing in this agreement shall require

an employee to become or to remain a member of a labor organization, or to pay money to the labor
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organization except pursuant to a voluntary, written authorization by a member for the payment of dues
through payroll deductions. In addition, the employee is not precluded from:

(1) Being represented by an attorney or other representative, other than the labor organization, of
the employees own choosing; or

(2) Exercising grievance or appellate rights established by law, rule or regulation except in cases
of grievance or appeal procedure, negotiated within this agreement.

b. The labor organization will not interfere with, restrain, or coerce any employee in the exercise of their
rights under law. The labor organization will not coerce, discipline, fine, or attempt to coerce a member of
the labor organization as punishment, reprisal, or for the purpose of hindering or impeding the member's
work performance or productivity as an employee, or the discharge of the member's duties as an
employee.

c. The labor organization will not discriminate against an employee with regard to the terms or conditions
of membership in the labor organization on the basis of race, color, creed, national origin, sex, age,
political affiliation, marital status or handicapping condition.

1-10_ EMPLOYEE PARTICIPATION

The employer recognizes the right of employees to organize and express their views collectively or to
refrain from such activity; that collective employee participation in the formulation and implementation of
personnel policies affecting the employees contribute to the effective conduct of operations and the
efficient administration, as well as the well being of its employees, require that orderly and constructive
relationships be maintained.

SECTION IV - MANAGEMENT RIGHTS

1-11 MANAGEMENT RIGHTS IAW 5 USC § 7106
a. Subject to subsection (b) of this section, nothing in this chapter shall affect the authority of any
management official of any agency --

(1) to determine the mission, budget, organization, number of employees, and internal security
practices of the agency; and

(2) In accordance with applicable laws —

(A) tohire, assign, direct, | ayoff and retain e mployees in the agency, or to suspend,
remove, reduce in grade or pay, or take other disciplinary action against such employees;

(B) to assign work, to make determination with respect to contracting out, and to
determine the personnel by which the agency operations shall be conducted;

(C) with respect to filling positions, to make selection for appointments from —
(i) among properly ranked and certified candidates for promotion; or
(ii) any other appropriate source; and

(D) to take whatever actions may be necessary to carry out the agency mission during
emergencies.

b. Nothing in this section shall preclude any agency and any labor organization from negotiating —

(1) at the election of the agency, on the numbers, types, and grades of employees or positions
assigned to any organizational subdivision, work project, or tour of duty, or on the technology,
methods, and means of performing work;

(2) procedures which management officials of the agency will observe in exercising any authority
under this section; or
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(3) appropriate arrangements for employees adversely affected by the exercise of any authority
under this section by such management officials.

SECTION V - LABOR ORGANIZATION RIGHTS AND DUTIES

1-12 EXCLUSIVE REPRESENTATIVE

The labor organization is the exclusive representative of the bargaining unit and is entitled to act for, and
to negotiate agreements covering, all Technicians in the bargaining unit. The labor organization is
responsible for representing the interests of all Technicians of the bargaining unit it represents without
discrimination and without regard to labor organization membership. It is agreed that the labor
organization shall be granted representation, if it so requests, on any of the following committees of
similar nature, if such are established by the 144™ FW ANG unit and if the function of the committee does
not directly interfere with management'’s rights in 7106(A)(2)(a) (b):

a. Wing Safety Meetings to include environmental or ergonomic

b. Committees for blood donation, bond drives and charitable causes
c. Drug and Alcohol Abuse

d. Equal Employment Opportunity

e. EDP and HDP Committee

f. Flight Scheduling Meetings

g. Daily Maintenance Meetings

h. Logistics Commander Meeting

i. Wing Staff Meeting

1-13 REPRESENTATION RIGHTS

An exclusive representative of the local labor organization shall be given the opportunity to be
represented at any formal discussion between one or more representatives concerning any grievance or
any personnel policies or practices, or other general conditions of employment. An exclusive
representative of the local labor organization shall be given the opportunity to be represented at any
examination of an employee in the unit by a representative, if the employee, in connection with an
investigation by the employer, reasonably believes that the examination may result in disciplinary action
against the employee and if the employee requests the representation. The employer representative
must advise the employee of the right to representation prior to any examination that may result in
disciplinary action.

1-14 CONTRACT ENFORCEMENT

The | abor o rganization r ecognizes the j oint r esponsibility with the e mployer for the a dministration and
enforcement of this agreement.

1-15 INTERNAL UNION BUSINESS

It is agreed that internal labor organization business such as soliciting membership, colilecting dues,
electing officers, meetings, posting and distributing literature will be conducted during non-duty hours of
the employees involved.

ARTICLE 2 - PERTINENT INFORMATION AND DIRECTIVES
APPLICABLE TO THE EMPLOYER AND THE LABOR ORGANIZATION

2-1 EMPLOYER INFORMATION
The employer agrees to provide the labor organization all pertinent Technician Personnel Regulations

and assure that additional policies and directives of the agencies (NGB and OPM) are made available
through normal distribution channels.
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2-2 LABOR ORGANIZATION INFORMATION
The labor organization agrees to provide the employer with any pertinent labor/management relation’s
directives that they receive.

2-3 TECHNICIAN MANNING DOCUMENT

The employer agrees to make available to the labor organization a copy of the applicable Technician
Manning document and Full-time technician Organizational Chart. The parties agree that the use of this
document will be for official use only.

2-4 BARGAINING UNIT MEMBERS

The employer agrees to supply the labor organization with a current list of names and business
addresses of all bargaining u nit members. The labor organization recognizes thatitis responsible for
maintaining the provided information. Current lists to be provided to the labor organization, upon their
written request to the employer. Frequency of requests should be limited to an as needed basis.

ARTICLE 3 - LABOR ORGANIZATION REPRESENTATION

3-1 ORGANIZATION

The employer agrees to recognize duly designated officers and stewards of the labor organization.
Representation will consist of union executive board members, a chief steward and various other
stewards as determined by the union and the provisions of this agreement.

3-2 CHIEF STEWARD
Pursuant to this agreement, the labor organization will designate its chief steward.

3-3 SHOP STEWARDS

The shop steward is an official labor organization representative. The supervisor of the section
concerned will consult with the steward designated for that area on any rnatters that will affect the
conditions of employment of the employees within the section prior to any notification of the employees
concerned. It is understood that the steward may speak for the employees of the section, but will not
make decisions on contractual intent. A steward will be assigned to the following areas:

Steward #1 - Supply Building/Area (TMO, Warehouse, Contracting, etc.), POL.

Steward #2 - WSA, CE, Comm, AGE, Engine Shop

Steward #3 - Flight line Avionics, Back shop Avionics, OPS, Life Support/Para-Shop

Steward #4 - APG, Phase Docks, Weapons

Steward #5 - Hydraulics, Electro/Environmental, Fabrication/Sheet Metal, R and R, Fuels, Egress, Supply
Liaison, Q/A, MOC, Orderly Room

Steward #6 - Headquarters building, Clinic, Motor Pool, EOD

NOTE: Any other functional area/shop not identified in the above list will be designated a steward from
the above list based on the shop location and number of employees.

The labor organization may designate a temporary steward in the event four (4) or more bargaining unit
members are sent TDY. The steward will be selected from the members going TDY. The name of the
designated temporary steward will be provided to the TDY Senior Management Official by the Labor
Organization.

3-4 LIST OF OFFICERS AND STEWARDS
The Wing Commander and the Labor Relations Office will be furnished with a complete list of officers and
stewards and their designated areas after each election or anytime a change occurs.

ARTICLE 4 - LABOR ORGANIZATION BUSINESS OFFICE

4-1 OFFICE

The employer will provide the labor organization with an adequate office/meeting area that will be the sole
use of the labor organization that is securable.

a. Should management need the office space that the Union is occupying, management agrees to give
advance written notice, as soon as the need is identified, but no less than sixty (60) days in advance.
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Management agrees to supply a like or better office should a move be necessary. The move of the office
and its contents shall be in an official time status.

b. The office space will have the identical lighting, heating and cooling in the same manner as the rest of
the building.

4-2 TELEPHONE

The employer will provide one phone line capable of DSN and commercial access. In addition, the
employer will authorize use of existing on-base telephone capability for the purpose of conducting
labor/management business covered by this agreement. The labor organization agrees to bear the cost
of all long distance charges. The labor organization agrees to comply with appropriate regulations
regarding use of the telephone.

4-3 BULLETIN BOARDS
The employer agrees that the labor organization shall be afforded bulletin board space for the display of
labor organization material as follows:

a. The employer will provide to the labor organization a 24" x 24" space on the bulletin boards they
currently occupy. If space is not available the employer will provide a 24” x 24" bulletin board,
prominently identified as the “Labor Organization Bulletin Board” (ACT), to be placed in the same
proximity. The area steward and the appropriate supervisor/building manager will agree on the location
of the bulletin board. Maintenance of the bulletin board space is the sole responsibility of the labor
organization.

b. A directory on the LAN system intended for word documents, power point and excel spreadsheets will
be provided to the Labor Organization. It will be subject to applicable rules and regulations and
maintained solely by the labor organization.

4-4 DISTRIBUTION BOX
A distribution box will be provided to the labor organization at the central distribution point.

4-5 COMPUTERS, FAX AND COPY MACHINE USE AND ACCESS

The employer agrees to provide one printer and computer that will access the LAN. The employer agrees
to maintain them in the same manner as the employer’s office equipment. The labor organization agrees
to be responsible for all office equipment except for normal wear and tear. The equipment will be
comparable to that of the employer. T he employer agrees to allow the labor organization use of the
existing copier equipment, printers and fax machine. Use of this equipment will be limited to labor relation
issues between the parties.

4-6 FURNITURE USE

The labor organization will be afforded the opportunity to screen useable excess office equipment and
furniture from all available sources and utilize equipment and furniture as needed.

4-7 ACCESS TO BASE CLOSED CIRCUIT TELEVISION SYSTEM

The employer agrees to provide the labor organization a television and video tape recorder in the labor
organization office. Access to closed circuit television will be authorized provided that access connection
is available in the office.

4-8 UNION MEETINGS

The employer agrees to provide space, if available, to the labor organization to hold union meetings
outside of regular working hours. It is understood that the labor organization will comply with all security
rules applicable to the area and perform such housekeeping duties as necessary.

ARTICLE 5 - PAYROLL DEDUCTION

5-1 WITHHOLDING FORM/REVOCATION FORM
The standard forms SF 1187 for dues deduction will be supplied by the labor organization and will be
used as the authorization of payroll deduction for dues.

5-2 PROCESSING

The completed standard form, authorized by the member will be given by the labor organization to the
Civilian Pay Office.
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a. The standard form will be completed and certified as to the amount of withholding (.007 of base pay)
and that the member has been advised of the contents of the form, and the individual's earliest date of
dues revocation will be annotated on the form and initialed by the individual.

b. The standard form may be submitted at any time. The effective date for withholding will start the first
pay p eriod beginning after the submission of the form to the Civilian Pay Office. Adjustments to dues
allotments will occur within two- (2) pay periods whenever the member’s rate of base pay changes.

¢. An allotment shall be terminated when an employee leaves the bargaining unit as a result of any type
of separation, transfer, or other personnel action; upon loss of exclusive recognition by the labor
organization; when the agreement providing for dues withholding is suspended or terminated by an
appropriate authority outside DOD; or when the employee has been suspended from the labor
organization.

(1) When a technician is temporarily promoted or detailed to a position outside of the bargaining
unit, the Employer agrees to automatically reinstate the due's withholding of the employee upon
the employee's return to the bargaining unit.

(2) It is the individual's responsibility when temporarily a ssigned outside the bargaining unit to
maintain dues payments, if the employee so desires, in order to protect union associated
insurance, or other union benefits.

5-3 DUES REVOCATION

The employer agrees to provide the labor organization with copies of the standard form SF 1188 for use
in revoking dues allotments. The form will be available in the labor organization office to those individuals
wishing to revoke their dues withholding.

a. The individual will turn the completed standard form into the Civilian Pay Office.

b. The Civilian Pay Office shall date and initial all copies of the standard form upon receipt from
individual. The second copy of the standard form shall be forwarded by the Civilian Pay Office to the
labor organization within three (3) working days after receipt of the signed form from the employee.

c. The first day of September shall be the annual dues revocation date established by this agreement. Al
dues revocation forms must be received by the Civilian Pay Office no later than 15 August. Dues
revocation shall not become effective until the first full pay period in September.

d. New members shall have the option of dues revocation on the first annual anniversary date after the
employee's election to participate. Dues revocation form must be submitted to the Civilian Pay Office not
later than the last workday in the month preceding the employee's anniversary date. Effective date of
revocation will be the first full pay period after the anniversary date. After the first anniversary date,
revocation may only be made in accordance with paragraph (c) above.

ARTICLE 6 - OFFICIAL TIME FOR LABOR ORGANIZATION REPRESENTATIVES

6-1 OFFICIAL TIME

Official time will be made available without loss of annual leave during normal duty hours for the labor
organization representatives to carry on business that is of mutual interest to the employing agency and
the labor organization. Official time provisions encompass negotiations between a labor organization
representative and an agency representative, regardless of whether such negotiations pertain to the
negotiation or re-negotiation of a basic collective bargaining agreement. Labor Organization
representative’s normal work schedule may be adjusted when necessary to provide for maximum
utilization of the approved official time provisions contained within this article.

6-2 APPROPRIATE USES OF OFFICIAL TIME

Official time will be granted in the following manner. The labor organization representatives will notify their
immediate supervisor and obtain concurrence prior to leaving their assigned area. The supervisor must
concur unless the mission of the section cannot be accomplished without the presence of that
representative. The supervisor may delay the representative for only the length of time that the mission
requires the presence of that representative. (See Article 1, § V, 1-15 for inappropriate use of official
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time). Official time provisions include, but shall not be limited to:
a. Steward(s) conferring with employees and/or supervisors on grievances.

b. Joint Labor/Management meetings will be held quarterly, on a scheduled basis to meet and confer, and
when required bargain procedures on the implementation of policies which affect working conditions or for
the labor organization to make recommendations to management. Either party, as required, may call
additional meetings.

c. Preparatory time for pre-negotiations, negotiations, appeal(s), grievances, complaints or scheduled
meeting(s).

d. Travel time to and from pre-arranged meetings with the Adjutant General or other management
officials. In accordance with applicable JTR/regulations the labor organization representatives will receive
full travel and per diem allowances when these meetings are scheduled out of the representative's
immediate area.

e. To prepare and maintain records and reports required of the union by federal agencies. To maintain
financial records and books required to complete IRS reports.

f. Union officials when representing Federal Employees by visiting, phoning and writing to elected
representatives in support or opposition to desired legislation which would impact the working conditions
of employees represented by ACT.

g. Reasonable time will be allowed union officials and employees to change clothes prior to and
subsequent to the situations contained in the CIVILIAN ATTIRE section below.

6-3 REPRESENTATIVE TRAINING

The Union officials are authorized official time for training. Each official will request this official time in
accordance with section 6-2 of this Article. The labor organization will request this leave by letter,
including the agenda of the training, for approval by the Labor Relations Office.

6-4 CIVILIAN ATTIRE
Labor Organization representatives are not required to wear the military uniform while performing

representational functions or other Labor Organization activity related functions. These functions include
but are not limited to the following:

a. While engaged in negotiations of any kind with agency officials.
b. Labor/Management meetings with agency representatives.
c¢. Labor/Management seminars in state.

d. Labor/Management seminars at commercial facilities sponsored or hosted by the National Office of the

Association of Civilian T echnicians, U.S. D epartment of L abor, D epartment of Defense, Wage S etting
Authority.

e. Performing representational duties on behalf of bargaining unit members, to include OSHA inspections,
investigations of complaints, etc.

f. When representing the labor organization on committees, at hearings, or at third party proceedings.

g. Employees in the Bargaining Unit will not be required to wear the military uniform while processing a
grievance at any formal step (Article 19) of the negotiated grievance procedure; or, appearing as a
grievant or witness in any third-party proceeding.

6-5 REPRESENTATIVE TITLE
The employer agrees to address Labor Organization representatives by their civilian title during the period

they are performing representational duties. All correspondence from management concerning labor

management issues will be addressed to the Association representative with their civilian title.
13




ARTICLE 7 - WAGE-BOARD COMMITTEE REPRESENTATION

7-1 LABOR ORGANIZATION PARTICIPATION

The employer agrees that representatives of the labor organization, if requested by the Local Wage
Survey Committee, through the employer, will participate in accordance with 5 CFR 532. Time required to
perform required duties will be in a duty status and civilian attire is authorized. The labor organization
reserves the right to appoint the participants of the survey.

ARTICLE 8 - NEW EMPLOYEE COUNSELING PROCEDURES

8-1 PROCEDURE

The employer will establish procedures to assure that a new employee will be counseled on all aspects
of technician employment within one (1) pay period after the effective date of employment. A copy of the
Labor Management Agreement will be provided to the new employee.

8-2 CHECKLIST
a. A checklist will be used to cover all items that each new technician must be made aware of.

b. After the employee has been counseled, the employee and the counselor will sign the checklist and a
copy provided to the technician.

8-3 NOTIFICATION
The labor organization will be notified in writing of all new employees within a reasonable amount of time
after hiring.

ARTICLE 9 - HOURS OF WORK

9-1 ADMINISTRATIVE WORK WEEK

The administrative workweek is established as 0001 Sunday through 2400 Saturday with Sunday as the
first day.

9-2 BASIC WORK WEEK

The basic workweek is established as the first forty (40) hours worked during the administrative
workweek.

9-3 BASIC WORK TOUR
The basic work tour will consist of eighty (80) hours per bi-weekly pay period.

9-4 STANDARD SCHEDULES
a. Standard work hours will be from 0800 to 1630. It is recognized however that it may be necessary to
establish different hours depending on the mission, work areas or type of installation within the State. The
employer will establish work center hours to meet mission requirements. Changes in work center hours
may be approved via a request for c oordination though the Human R esources O ffice/Labor R elations
Officer to the Adjutant General.

b. Each employee is authorized a thirty (30) minutes of duty free time for a lunch break each day. The
lunch p eriods will normally b e s cheduled b etween 1 030 and 1300. If a lunch period is not scheduled
bargaining unit members will be allowed to use any thirty (30) minute period within this time frame,
subject to mission requirements.

c. It is understood that unscheduled events may disrupt this time, but this shall not be a continual

(normal) practice. Shift workers normally will be allowed their thirty (30) minute tunch break midpoint in
the shift.

d. Management will make every effort to coordinate the workload to allow the uninterrupted lunch break.
Employees scheduled to work through their normal scheduled lunch period will have the option to
reschedule the lunch period or take a reasonable amount of time to consume a lunch within close
proximity to their work station and be available for work assignments. If unforeseen circumstances or
mission requirements prevent an employee from taking his scheduled lunch period the employee may
either earn compensatory time for that lunch period or be released thirty (30) minutes prior to the end of
the scheduled shift.
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9-5 ALTERNATE WORK SCHEDULES

a. Alternate work schedules will be IAW policy established by the Adjutant General. Alternate work
schedules may be implemented to meet mission requirements, achieve resource economies and improve
work center effectiveness.

b. Parameters of alternative work schedules:

(1) Success or failure of alternate work schedules is dependent on a good employer/employee
relationship and careful planning. T he e mployee must recognize that this work schedule is a
privilege that is accompanied by a degree of individual responsibility. It is not a right but a trust
and the employee is expected to fulfill the commitment to account for a full days work.
Supervisors will remove those employees that cannot comply with the Adjutant General’s policy.

(2) The Adjutant General reserves the right to cancel alternative work schedules should he deem
it necessary. Supervisors may deny or adjust alternative work schedules in compliance with the
Adjutant General’s policy.

¢. Definition of Terms:

(1) Core Hours: Core hours is that portion of the day, excluding the approved off the clock lunch
period, during which all employees must be present for work.

(2) Mission Requirements: Management has the authority to deny or adjust any or all tours in the
event the assignment interferes with functions that must be accomplished to meet mission
objectives.

(3) Lunch Periods: Lunch periods are periods of time not on duty. Lunch periods of thirty (30)
minutes will be authorized for all employees normally at the mid-point of their scheduled shift (see
9-4 d above).

(4) Break Periods: Break periods of 15 minutes will normally be held midway into the employee's
morning and afternoon work periods. Break periods will not be authorized if the work period is
less than four (4) hours.

d. Employee problems regarding alternative work schedules will be resolved at the lowest level possible.
Problems that cannot be resolved at the supervisor level will be forwarded through supervisory channels
for resolution.

9-6 SHIFT ASSIGNMENTS

The employer agrees that qualified senior employees (based on service computation date) will have
precedence in regards to shift assignments with consideration of Article 9-7.

9-7 SPECIAL SHIFT ASSIGNMENTS

The employer agrees that any employee who requests to work specific shift because of personal and/or
family problems (i.e. to attend educational classes, single parents, sickness in the family) will be granted
special consideration in shift assignments.

9-8 SHIFT CHANGE NOTIFICATION

Employees will be notified no less than two (2) weeks in advance of a shift change. Work schedules will
be posted, in each work area, no less than two weeks in advance. Employees will be notified of unusual
work schedules or duties no less than seven (7) days in advance. Shift differential, when authorized, for
the original shift will be paid if the proper notice period is not provided. A situation which imposes
immediate and unforeseen work requirements as a result of natural phenomena or mission related
circumstances beyond the employer's reasonable control or ability to anticipate, or the Employer
determines that the activity would b e s eriously handicapped in carrying out its functions or that c osts
would be substantially increased, the Employer is excluded from the seven (7) day notice requirement.
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9-9 SHIFT REASSIGNMENT

Management will not remove, without justification, an individual, who has routinely worked a shift (either
afternoons, days, rotating, etc.) from that shift unless that shift is abolished, or the shift manning
requirements change.

9-10 CLEAN-UP TIME

The employer agrees to allow a reasonable amount of time immediately preceding the lunch period and
at the end of each workday to p ermit employees engaged in work involving dirty, toxic, or hazardous
substances, for personal clean-up.

9-11 STANDBY/BEEPERS

No standby at home in a non-pay status will be required of any employee. Employees will not be required
to carry or respond to "beepers" unless they are in a duty and pay status. Individuals in “stand-by” status
are not in an “on-call” status.

9-12 BREAK TIME
Based on criteria below, short rest periods may be granted each work day.

a. Protection of technician's health by relief from hazardous work or that requires continual and/or
considerable physical exertion.

b. Working in confined spaces or in areas where normal personal activities are restricted.

c. Every employee shall be afforded the opportunity for a scheduled fifteen (15) minute break during each
four-hour work period. Unforeseen circumstances may cause the break to be rescheduled. The
scheduled rest period may not be a continuation of the lunch period and is provided for:

(1) Reduction of accident potential by elimination of fatigue.

(2) Increase in, or maintenance of, high quality and/or quantity production traceable to the rest
period.

d. Rest period granted in accordance with these provisions are included in the daily tour of duty. Rest
periods other than those provided herein may not be considered as part of the daily tour of duty; such
periods must be charged to the appropriate type of leave.

9-13 PREMIUM PAY
All shift, holiday and Sunday premium pay will be paid as authorized by law, regulation or CFR.

9-14 EXCUSED ABSENSES

When extreme weather conditions cause widespread delay in reporting for work, the employer or senior
area s upervisor will d etermine if administrative |eave will be granted and amount of such leavetobe
extended as prescribed in regulations.

ARTICLE 10 - POSITION DESCRIPTION

10-1 POSITION DESCRIPTION

Position descriptions will be an accurate listing of the major duties that are required by the employer to be
performed by the affected technician(s). When a new or revised Position Description (PD) is
implemented, the labor organization and the affected technician(s) will receive a copy.

10-2 OTHER DUTIES AS ASSIGNED

The term "other duties as assigned" as part of the position description is defined to mean, reasonably
related duties to the job/position, and should be of the same level and classification that the individual is
currently graded. This does not preclude management from assigning additional, though unrelated,
duties. If unrelated d uties are assigned on a routine basis, the PD must be amended to include such
duties. Work assignments shall not be in violation of prohibited personnel practices nor any relevant law,
rule, regulation or this agreement. If the additional duty requires the use of products and/or equipment
that is not normally used by the technician then the employee will receive the required training and/or
certification prior to using the products and/or equipment.
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10-3 ADDITIONAL DUTIES

It is acknowledged that there are vacancies that exist from time to time that are not or cannot be filled.
These duties must be equitably distributed among the remaining work force within the area of concern on
a fair and equitable basis. To the extent possible the employer agrees to fill all technician vacancies that
may impact on bargaining unit members rather than use additional duties.

a. The employer will exercise its efforts in good faith, subject to requirements of efficient operations, to
avoid establishing additional duty requirements that would create unnecessary hardships, potential bodily
injury, health hazards or discrimination against any employee or group of employees.

b. Bargaining unit members will be compensated when assigned to perform supervisory duties as defined
by TPM and 5 USC, 7103, (10). (See 11-4 below)

¢. Management officials must approve purchasing decisions and assume financial responsibility for
products, parts, or services for the Government Purchase Card (GPC).

ARTICLE 11 - DETAILING OF TECHNICIANS

11-1 DEFINITION

a. A detail is an official personnel action temporarily assigning a technician to a different established or
pending position for a specified period of time, with the technician returning to the original position at the
conclusion of the detail. Details are not to exceed 120 days.

b. Details are intended to meet temporary emergency workload situations, absences of employees,
pending authorization and classification of new positions or other types of operational manpower needs
that cannot be met by normal personnel placement.

11-2 PROCEDURE
Management realizes and acknowledges that details of technicians out of their specialty must be used in
a judicious manner. Therefore the following procedures are established:

a. Qualified volunteers for details will be sought and accepted before non-volurteers are assigned.

b. When an inadequate number of qualified e mployees volunteer for a detail, the employer agrees to
rotate the assignment among the qualified individuals in the area of concern.

c. To the extent possible the employer agrees to fill all technician position vacancies that may impact on
bargaining unit members rather than use details.

d. It is recognized that there may be isolated instances when management cannot apply these
procedures. In those instances and prior to the beginning of the detail, management agrees to explain the
circumstances to the selected non-volunteers. If requested, management will provide the explanation in
writing.

11-3 RECORDING OF DETAILS

Official details will be recorded on SF Form 50 at the time the action occurs and maintained as a
permanent record in the employee’s Official Personnel File (OPF). The union will be given prior written
notice of the start and end date of the detail.

11-4 TEMPORARY PROMOTION

When the employer requires the duties of a higher-grade position, or one with known promotion potential
within the bargaining unit, to be performed for greater than one (1) pay period, the assignment will
become a temporary promotion, and the employee will be compensated at the higher rate of pay. A SF
52 will be submitted and approved no later than the first working day of the temporary promotion. If the
temporary promotion is to last for a period of longer than ninety (90) days it will be filled competitively and
the Merit Promotion Article procedures will be utilized.
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11-5 CAREER ENHANCEMENT

Management recognizes that assignments to higher-graded positions, duties, and/or training may
ultimately lead to new or better job opportunities. Merit promotion procedures (See Article 17) will apply to
all situations when management officials are to consider assigning an employee(s) to duties where the
successful completion of the a ssignment would p rovide tangible b enefits in the career track d ecisions
and/or financial situation of the selected employee. Situations include but are not limited to:

a. Appointment as permanent understudy.

b. Detail of technicians for which no position (funding) is available but it can be anticipated that a full-time
position will be forthcoming in the future.

¢. Special training opportunities that may lead to improved chances for full-time employment
advancement.

d. Participation in a government “intern” or “fellowship” program.

11-6 TECHNICIAN REASSIGNMENTS

All avenues must be explored prior to technician reassignments. i.e. job announcements. There must be
a valid reason for management directed reassignments. In addition to regulatory requirements (TPR 715)
the labor organization will be afforded the right to bargain the impact and implementation of the
reassignment.

11-7 MILITARY OPERATIONS ON NORMAL WORK DAYS
If the employer determines that military status is not required, technicians may be afforded the opportunity
to remain in technician status.

ARTICLE 12 - JOB PERFORMANCE STANDARDS AND PERFORMANCE RATING

12-1 INTRODUCTION

The employer and the labor organization recognize the vital nature of the performance evaluation
process. The effectiveness of the performance evaluation system is a combined responsibility of each
permanent employee and their supervisor.

12-2 APPRAISAL PERIOD

a. Technician Performance Appraisal will be done annually during the technician’s birth month.
Management will track the due dates of evaluations and post to the local area network (LAN). This
information will be open for review by the labor organization.

b. A minimum of 120 days supervision is required before an appraisal can be rendered.

c. Technicians will receive an appraisal under their old job standard when transferring jobs, at the time of
the transfer, provided a minimum of 120 days has elapsed since the previous appraisal.

d. When a major change (a change in any critical element) to the job standard occurs within 120 days
before the anniversary date, the technician appraisal will be based on the old standard.

e. A close out performance appraisal will be rendered when there is a change in the immediate supervisor
provided that there are a minimum of 120 days since the last appraisal.

f. A six-month evaluation will be given in the middle of the technician’s annual appraisal period no earlier
than the 180" day and no later than the 210" day of the technician’s performance appraisal period.

12-3 PERFORMANCE INDICATORS/CRITICAL JOB ELEMENTS

a. CNG TPM dated March 1, 2000, will be used as a guide in the development of performance indicators
and identification of critical job elements.

b. The supervisor with employee participation will establish performance indicators and critical job
elements that are an accurate reflection of duties to be performed and then sign and date the
performance indicators and critical job elements form, CNG Form 430.
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¢. When a supervisor and technician cannot agree on critical job elements and performance indicators
the reviewer (that individual available within the supervisory chain of command) participating with the
appraiser will attempt to resolve any disagreement.

d. The employee has the right to grieve at any time the content of a performance standard which:
(1) Fails to incorporate law, rule, or regulation.
(2) Does not correspond to the position description.
(3) Fails to accurately reflect the actual duties performed.

e. A complete copy of the performance standard will be provided to the technician at the beginning of
the new appraisal period and whenever a revision occurs.

12-4 THE APPRAISAL

ANNEX D of the TPM, March 2000, establishes a “two tier” (meets standards/does not meet standards)
Technician P erformance Appraisal Report for California N ational Guard Technicians. Annex D, of The
Technician Manual, dated March of 2000, will be the basis of the Technician Appraisal Program.

12-5 APPRAISALS OF UNION OFFICIALS

The time spent by union representatives in the performance of their representational duties will not be
taken into account when accomplishing a performance appraisal. The performance appraisal will be
based solely on performance of their officially assigned work.

12-6 PERIODIC COUNSELING

For the purpose of this agreement periodic counseling sessions will occur when a technician’s immediate
supervisor deems it necessary. Technicians will be periodically reminded of the critical job elements and
expected performance standards of their positions, and will be informed when their performance is
unacceptable in any element of the job. Technicians will be assisted in improving areas of unacceptable
performance by counseling, increased supervisory assistance, or additional training. The counseling date
and subject matter will be documented on the NGB 904-1. The entry will be in pencil and initialed by both
the employee and the supervisor conducting the counseling. These frank and open counseling should
also maintain good supervisor and employee relations.

ARTICLE 13 - TEMPORARY DUTY ASSIGNMENT

13-1 GENERAL

A Temporary Duty Assignment (TDY) will be announced as soon as information on the assignment is
available, and as far in advance of the deployment as possible. Selection of employees for temporary
duty assignments will be based upon official necessity and qualifications of the individual to best perform
the mission required without regard to sex, race, religion or national origin. So far as necessary in the full
performance of their position duties, employees are responsible for responding to temporary duty
assignments in the same manner as to duties at their permanent duty station. The employer agrees to
insure that problems created by TDY assignments will have a minimal impact on any individual
technician. Information on the assignment will be made known on a continuing basis to the affected
technicians, as it becomes available.

13-2 STEWARD

a. The labor organization will be informed of the deployment requirements and kept updated. A steward
may be appointed by the labor organization in accordance with Article 3, paragraph 3. For the period of
the TDY, that steward will be the labor organization point of contact.

b. While TDY, the steward may be provided a secure, sole-use office area in the spirit of Article 4-1a of
this agreement to satisfy the purposes of Article 6-2a. The Employer agrees to make every reasonable
effort to provide this working s pace within the work area assigned to the unit at the TDY | ocation. | f
adequate and suitable space in this regard is not available then the Employer agrees, when possible, that
the steward will be billeted in a single occupancy room to achieve these ends. In the latter case the
Labor Organization understands that the room assigned will function as the steward’s lodging as well as a
temporary union business office.
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13-3 ASSIGNMENT OF QUALIFIED TECHNICIANS

Management will determine what qualifications are required based on the mission requirements and
safety concerns of a particular TDY assignment. Individuals selected for any TDY assignment are
expected to possess all t he qualifications required to p erform the full range of d uties required for the
assignment. The Employer agrees that all unit members that possess the necessary qualifications for the
assignment will be allowed to volunteer. The most qualified volunteers for a TDY will be sought and
accepted before non-volunteers are assigned. When no qualified volunteers or an inadequate number of
qualified volunteers are available management will make the selection(s) based on mission requirements,
safety of personnel, and the protection of the public property.

13-4 STATUS
If, preference of status is available, required leave status will be in accordance with law, rule or regulation
and Article 16, of this agreement.

13-5 TDY ORDERS

TDY orders will specify civilian wage/grade when traveling in technician status so that quarters and other
travel requirements can be complied with in accordance with the Joint Travel Regulations Vol. Il. When
possible, TDY Orders will be prepared and delivered five (5) working days in advance of departure.

13-6 MODE OF TRANSPORTATION

a. Employees will use the mode of transportation administratively a uthorized on travel orders as most
advantages to the Government. Any additional cost or time resulting from use of a mode of transportation
other than specifically authorized will be the employee’s responsibility. Travel by privately owned
conveyance may be authorized when employees are engaged on official business. Travel by privately
owned conveyance will not be directed but may be authorized at the E mployer's discretion. When an
employee uses a privately owned conveyance as a matter of personal preference while traveling,
reimbursement will be in accordance with applicable regulations and JTR. Compensatory time gained will
not exceed that of which is granted to employee's traveling by government conveyance.

b. Any person traveling by a mode of transportation other than the authorized means shall be paid only
for the constructive cost of the mode that would have been provided by the transportation office including
constructive per diem for travel by that mode. When the actual Privately Owned Vehicle (POV) costs are
less than the constructive costs reimbursement will be in the amount of the actual costs. All other time
used will be in an authorized leave status. An employee with medical documentation shall not be required
to travel by aircraft and may use other methods of transportation.

c¢. The number of vehicles provided by the employer to be used while TDY for basic transportation will be
determined by p roviding one four passenger v ehicle p er four technicians. T he use of multi-passenger
vehicles (6 passenger vans, buses and SUV’'s) will be loaded in accordance with the vehicle
manufacturer recommendations and applicable State and Federal Regulations.

13-7 TRAVEL VOUCHERS

The employee will submit a travel voucher, DD Form 1351-2, to the Accounting and Finance Office in all
cases when travel is completed. The voucher shouid be submitted within five (5) workdays after
completion of travel. The filing of travel vouchers and time spent obtaining per diem/travel arrangements
may be accomplished while on duty status. A trained individual will be available to advise/assist the
technician with such vouchers during normal duty hours. Reimbursement of travel expenses will be
received within thirty days of submission of the voucher.

13-8 TRAVEL ADVANCES

If authorized and requested advance per diem will normally be determined and paid a maximum of three
(3) days in advance of the departure date. Those technicians authorized to carry the government charge
card will not normally be entitled to advance per diem. ATM features will be used to provide these
employee's with the necessary per diem. Per Diem for travel or temporary duty as a technician shall be
paid at the maximum rate in accordance with the Joint Travel Reguiations, Volume .

13-9 WORK SCHEDULES

A proposed work schedule and schedule of events for the TDY will be posted a minimum of one pay-
period in advance when the information is available. Employee work schedules will reflect known work
requirements of the TDY. While TDY, assignment of work will be distributed equally regardless of status
(technician/military).
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13-10 WORKING CONDITIONS
The employer agrees that every reasonable effort will be made to insure that adequate numbers of
technicians will support each TDY to insure the health, safety, welfare, and morale of each technician.

13-11 COMPENSATORY TIME

a. Time spent traveling (but not other time in travel status) away from the permanent duty station is "hours
worked" when it cuts across the employee's workday. The time is not only "hours worked" on regular
workdays during normal working hours but also during the corresponding hours on non-workdays. For
example, if any employee regularly works from 0800 to 1630 from Monday through Friday, the time spent
traveling during these hours is "hours worked" and the time spent traveling during corresponding hours on
non-workdays (Saturday, Sunday and holidays) is also "hours worked" and the employee will receive
compensatory time for these periods. Travel performed prior to 0800 and after 1630 would not be
considered as "hours worked". Compensatory time will be granted for time spent in a travel status, which
is outside of scheduled duty hours on the scheduled workday.

b. When management is unable to schedule or control the administration of work or assignment, any
technician required to work, "standby”, or travel on other than normal duty hours will be paid or receive
hour for hour compensatory time.

¢. When practical, travel will normally be arranged within the employees scheduled hours of work.

13-12 HOME STATION WORKLOAD
The employer acknowledges that a TDY may create additional workloads for technicians who remain at
home station. Every effort will be made to keep workloads and special details to a minimum.

13-13 PRUDENCE IN TRAVEL/ORDERS

An employee on TDY will exercise the same care in incurring expenses and accomplishing a mission that
a prudent person would exercise if traveling on personal business. Excess costs, circuitous routes, delays
or luxury accommodations unnecessary or unjustified in the performance of a mission are not considered
acceptable as exercising prudence. Employees will be responsible for excess costs and any additional
expenses incurred for personal preference or convenience.

13-14 QUARTERS WHILE TDY

Accommodations for the technicians on technician status on TDY will be based on the installations
published standards for civilian government employees. If suitable quarters are not available the
installation billeting office is responsible to provide a certificate of non-availability. Where adequate
government quarters are not available, the employer is responsible to provide transportation between the
duty station and the quarters when required for the accomplishment of the mission.

ARTICLE 14 - HAZARDOUS DUTY AND ENVIRONMENTAL DIFFERENTIAL PAY

14-1 PURPOSE

The purpose of this article is to define the situations under which Hazardous Duty (HDP) and
Environmental Differential Pay (EDP) will be paid to employees. Specific procedures and guidelines are
established in 5 CFR Part 532.511 and 550.905. These procedures will be followed in establishing and
paying of EDP/HDP.

14-2 COVERAGE
In concert with California Technician Personnel Manual, Annex F and this article ali California Air National

Guard Technicians employed on a full-time, part-time, indefinite, temporary or intermittent basis may be
entitled to HDP/EDP.

a. HDP applies only to General Schedule employees.
b. EDP applies only to Wage Grade employees.

c. HDP applies only to General Schedule (GS) technicians while in pay status. Compensatory time
worked is not a paid status for this purpose. HDP will be paid only for duties that qualify in accordance
with a list of situations published by the Office of Personnel Management (OPM). It has been determined
by the National Guard Bureau that there are no situations for which a GS technician would be entitled to
HDP at the present time. However, if it is determined that a GS employee performs hazardous duties the
employee will be paid the differential pay.
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14-3 POLICY

HDP and EDP are additional compensation programs available to employees for actual exposure to
various degrees of hazards, physical hardships, and working conditions of an unusually severe nature.
Authorization for these d ifferentials does not eliminate the continuing responsibility of all concerned to
initiate positive actions to eliminate of or reduce danger and risk which contribute to or cause the hazard,
physical hardship or working condition.

a. The existence of HDP and EDP differential is not intended to condone work practices, which may
circumvent federal safety laws, rules or regulations. However, when the Employer is unable to "practically
eliminate" the unusually severe nature of the hazard, physical hardships, or working conditions an
environmental differential may be authorized.

b. When potential hazard or actual discomforts are identified in a work assignment, first consideration will
be given to the protection of the employee. Protective measures, which reduce the hazard to the
employee and relieve his discomfort, will be made available and the application of these measures
enforced. The payment of HDP and EDP is a measure, which admits that no available means can
reasonably be employed to adequately or where appropriate, practically eliminate the hazard or
discomfort the reasonably tolerable levels.

14-4 LABOR-MANAGEMENT EDP/HDP COMMITTEE
a. The parties agree to develop a joint committee to establish, administer, and review the EDP/HDP
program for the 144" Fw.

b. Upon implementation of this agreement the parties will meet to establish the procedures that the
Committee will follow in addressing EDP/HDP. The committee will establish procedures that apply to
EDP/HDP situations that are currently in place, new situations that may require reassessment and
problems faced by the work force in p rocessing E DP/HDP requests and claims. D ecisions regarding
HDP situations will be coordinated with HRO.

c¢. Through the term of this agreement the Committee will meet as necessary fo administer any aspect of
the EDP/HDP program.

d. The Committee shall conduct annual evaluations of the program and the approved situations to insure
that they are current and valid. New qualifying situations that arise will be handled on a case-by-case
basis.

e. Upon receipt of HDP/EDP situation requests, the Committee shall meet within fifteen (15) work days for
the purpose of evaluating the request. For requests not addressed by this article or the CFR, equal
representatives of the Employer and from the Labor Organization shall evaluate the situation and
determine if the situation meets the requirements of the CFR for approval. When a situation is approved,
it will be distributed to the work force.

f. Nothing shall preclude negotiations through the collective bargaining process to: determine coverage of
additional local situations under the appropriate application of Appendix A of the CFR. To determine if a
local work situation is covered under an approved category, even though the work situations may not be
described under a specific illustrative example), or to determine additional categories that are suitable for
referral to OPM for a new environmental differential category or a different percentage differential for an
existing category.

14-5 RESPONSIBILITIES

a. Technicians: Each employee is required to work within the dictates of sound safety and occupational
health practices and procedures, which are under his control. In those instances where the application of
these practices and procedures cannot eliminate a hazardous situation, the employee must take positive
steps to report the situation, and if appropriate, initiate a request to establish an HDP/EDP situation.
Recommendations will be forwarded to the EDP/HDP Committee.

b. Supervisors: All supervisors and managers will insure that safety practices and acceptable work
procedures are followed. In those instances where the application of these practices and procedures
cannot be avoided or "practically eliminated", a request to establish an EDP situation must be prepared.
The supervisor will examine the situation and provide his/her recommendation. Supervisors and

managers do not have the authority to approve or disapprove a request to establish an HDP/EDP
situation. That situation will be forwarded to the EDP/HDP Committee for resolution.
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¢. Human Resource Office: The HRO is responsible for the management of the HDP/EDP programs. The
HRO shall review and disseminate all appropriate guidance from the Office of Personnel Management
(OPM) and the National Guard Bureau as may relate to this article.

14-6 HAZARDOUS DUTY PAY (HDP)
This section provides details necessary to implement the HDP authorization in the California Air National
Guard, as authorized by Title 5, United States Code and Federal and State OSHA regulations.

a. Coverage: This article establishes a schedule of pay differentials for irregular or intermittent duty
involving unusual physical hardship or hazard. The law applies to GS employees serving in a full-time,
part-time or intermittent position. In order for an individual to be eligible for HDP, he/she must be
performing hazardous duties or duties involving physical hardship. The situations authorized for HDP are
contained in Appendix A of 5 CFR, part 550.905.

b. Definitions:

(1) Hazard pay differential: means additional pay for performance of hazardous duty or duty
involving physical hardship.

(2) Hazardous duty means duty performed under circumstances in which a accident could result
in a serious injury or death, such as duty performed on a high structure where protective facilities
are not used or on an open structure where adverse conditions such as darkness, lighting, steady
rain, or high wind velocity exist.

(3) Duty involving physical hardship means duty that may not in itself be hazardous, but causes
extreme physical discomfort or distress and is not adequately zlleviated by protective or
mechanical devices, such as:

(A) Duty involving exposure to extreme temperatures for a long period of time.

(B) Duty involving arduous physical exertion, or exposure to fumes, dusts, or noise that
causes nausea, skin, eye, ear or nose irritation.

c. Authorization to pay HDP: HDP may only be paid to employees who are assigned hazardous duty or
duty involving physical hardship. The supporting pay branch is authorized to pay HDP when:

(1) There is an approved HDP situation.
(2) The appropriate supervisor has processed the required documentation to civilian pay.

d. Payment of HDP:

(1) Hazardous pay differentials may not exceed an amount equal to 25 percent of the rate of base
pay applicable to the employee. Hazard pay is in addition to any additional pay or allowances to
which the employee is entitled. It shall not, however, be used to compute any additional pay or
allowances payable under another statue or law, If a technician is being paid at a retained rate,
that rate is his rate of base pay for the purposes of computing HDP.

(2) When an employee performs duty for which hazard pay is authorized, they will be entitled to
hazard differential pay for the hours in a pay status on the day in which the duty was performed.
Hours in a pay status for work performed during a continuous period extending over two days
shall be considered to have been performed on the day on which the work began and allowable
hazardous pay shall be charged to that day.

(3) Payment of hazardous pay is authorized for employees only while they are in a pay status.

(4) Payment of the HDP shall be made to the employee not later than the second pay period after
the actual exposure takes place.
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e. Termination of HDP:

(1) The Employer shall discontinue payment of HDP to an employee when:
(A) One or more of the conditions requisite for such payment ceases to exist.

(B) Safety precautions have reduced the hazard to a less than significant level of risk,
consistent with generally accepted standards that may be applicable, such as those
published by the Occupational Safety and Health Administration (OSHA), Department of
Labor (DOL); or

(C) Protective or mechanical devices have adequately alleviated physical discomfort or
stress.

14-7 ENVIRONMENTAL DIFFERENTIAL PAY (EDP)
This section provides the details necessary to implement an Environmental Differential Pay program for
Wage Board employees as authorized by 5 CFR, Chapter 1, Section 532.511.

a. Basis for EDP: Environmental Differentials are paid for those work situations in which the employee is
exposed to a potentially severe hazard which has a real probability of occurrence and for which no
adequate precautions or protective facilities are possible to "minimize or practically eliminate" physical
injury, iliness or death to the employee should the potential of the situation actualize. The hazard must
involve a real threat with no effective measures available to adequately alleviate the employee from
attendant discomforts or threat of injury. If no effective measures are available to protect the employee
from the effects of the work environment, appropriate compensation through EDP must be provided.

b. Payment for EDP situations:

(1) An environmental differential is paid to a wage grade employee who is exposed to a hazard,
physical hardship, or working condition of an unusually severe nature. A schedule of
environmental differentials is contained in Appendix A, 5 CFR, part 532, subpart E.

(2) An employee who is subjected at the same time to more than one hazard, shall be paid for
that exposure which results in the highest differential, and shall not be paid for more than one
differential for the same hours worked.

(3) Environmental differential pay is authorized only when employees are in a pay status.
Overtime, which is worked for compensatory time off, is not considered as a pay status for the
purpose of receiving EDP.

(4) Payment of EDP shall be made to the employee as soon as possible after the actual exposure
takes place.

c¢. Establishment of EDP:

(1) Changes to categories indicated in the approved situations will be effected as changes occur
inthe CFR. Recommendations for changes to the approved situations will be processed | AW
section 14-4. Any submission under this section must include,

(A) The nature of the exposure so as to clearly show the hazard, physical hardship or
working condition for which compensation is being requested.

(B) The degree to which the employee is exposed to the hazard and the period of time
during which the exposure is expected to exist.

(2) The degree to which control may be exercised over the physical hardship, hazard, or working
condition of an unusually severe nature. The request shall also include the rate of environmental
differential recommendation to be established.

(3) Recommendations to establish new situations or to change existing situations must address
the conditions indicated above and must be submitted using the approgriate form.

24



d. When EDP is paid:

(1) An employee entitled to environmental differential pay shall be paid an amount equal to the
percentage rate authorized by OPM for the category in which the hazard or working condition
falls, multiplied by the rate for the second step of a WG-10 on the current regular non-supervisory
wage schedule for the wage area for which the differential is payable, counting one-half cent and
over as a whole cent.

(2) When an employee is entitled to EDP, which is paid on an actual exposure basis, they shall
be paid a minimum of one (1) hour differential pay for the exposure. For exposure beyond one (1)
hour, the employee shall be paid in increments of one-quarter (1/4) hour for each fifteen (15)
minutes or portion thereof in excess of fifteen minutes; e.g., if an employee is exposed for one (1)
hour and six (6) minutes, they will receive EDP for one (1) hour and fifteen (15) minutes.

(3) An employee entitled to an EDP on the basis of hours in a pay status shall be paid for all
hours in a pay status on the day on which they were exposed to the situation.

(4) An employee may not be paid more than one environmental differential for a particular period
of work.

(5) The payment of EDP is computed on the basis of the highest environmental differential rate
authorized during the period of entitlement.

(6) The number of hours an employee is paid EDP shall not exceed the number of hours of duty
performed by the employee on the day of exposure except as required by paragraph (b) (3) of
this section.

14-8 DOCUMENTATION FOR EDP/HDP EXPOSURE

a. The payroll office receives the documentation of EDP by using an NGB Form 104 which is attached to
the T&A card as required by DCPS pay center. This is required to provide the necessary information for
calculating EDP entitlements. The form will be completed as follows:

(1) Enter name, SSN, unit, and location of the employee concerned.

(2) List the category number of exposure. Show all exposures as they occur each workday.
When exposure occurs under more than one category, intermittently for the same category, or
concurrently with more than one category on the same workday, list e ach individual exposure
separately to include actual clock times.

b. Duration of exposure: List the date, inclusive clock time in the "from" and “to" columns, and actual
elapsed time in hours and minutes of each category of exposure shown in the preceding column: {e.g., 1
January 1998; 1300-1525 hours; 2 hours and 25 minutes).

c. The appropriate supervisor authorized to certify the time and attendance card will certify the exposure
for pay purposes in approved situations.

d. A summary of EDP hours will be completed by the supporting payroll office.
14-9 EDP REQUESTS

All requests will be handled in an expedient manner.

14-10 EDP/HDP IN EFFECT

All differentials presently paid will remain in effect for the duration of this agreement, or until it is agreed
by the parties that the hazard has been “practically eliminated”.

ARTICLE 15 - HEALTH, SAFETY, AND WELFARE

15-1 GENERAL

The employer and the labor organization will exert every reasonable effort to provide and maintain a work

environment conducive to the safety and well being of employees. Rules, laws and regulations related to

safety shall be available to all employees and departments and will be adhered to. It is acknowledged that

certain tasks necessarily performed involve a varying degree of hazard. The types of employees normally

assigned to perform hazardous tasks will be those who have received appropriate briefings, instructions,
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training, or schooling pertinent to the hazardous task to be performed. The employer will provide
appropriate safety and health training and certification for employees. The method and means of
performing h azardous tasks will b e those that i ncorporate all immediately a vailable s afety precautions
and devices.

15-2 WING SAFETY MEETING
a. The Wing Safety Committee has been established to provide a forum for discussion of OSH problems
and to make recommendations to the Commander on OSH related matters.

b. The Committee will meet at least quarterly to discuss OSH problems and to resolve Hazard Reports,
AF Form 457, that are not resolved at a lower level.

¢. The Labor Organization will be notified of the Committee agenda items.

d. Labor Organization Representatives will be present during discussions of employee orientated or
Labor Organization submitted Hazard Reports.

15-3 WORKMAN COMPENSATION

Employees shall immediately report job connected injuries or iliness to their supervisor. The supervisor
will insure proper procedures are followed and that all the necessary documents are complete. When the
employee is incapacitated and unable to notify the supervisor of injury or iliness, it will be management’s
responsibility to initiate required procedures as soon as they are aware an incident has occurred. Local
processing of workman compensation claims will be coordinated with the HRO. In all situations involving
federal workman compensation, the HRO is available to assist the employee and if necessary ensure all
required procedures are accomplished. In the event of a workman compensation claim, HRO will advise
the employee as to their entittements and obligations in accordance with Technician Personnel
Regulation (TPR) 800.810, the Federal Employees' Compensation ACT (FECA) and TAAI 03-05 dated 11
February 2003.

15-4 EXTREME COLD

The employer and the labor organization mutually recognize the hazards of working in extremely cold
temperatures, while at the same time, acknowledge the necessity for accomplishing certain tasks to
varying extent even in the most extreme temperatures. It is acknowledged that it is the responsibility of
each employee to insure the adequacy of cold weather gear worn and to make full and proper use of all
such protective equipment prior to venturing out into extreme temperatures. The employer at no cost to
the employees will furnish authorized foul/cold weather protective gear.

15-5 EXTREME HEAT

The employer and the labor organization mutualiy recognize the hazards of working in extremely hot
temperatures, while at the same time acknowledge the necessity for accomplishing certain tasks to
varying degree even in the most extreme temperatures.

a. Management acknowledges that there are certain heat factors beyond which employees are incapable
of performing sustained work.

b. The wet bulb method of determining exposure to extreme heat will be used by the employer in
accordance with 144FW1 48-4, 22 June 2001. Additionally, the wet bulb test will be taken on the aircraft-
parking ramp at a site representing the most extreme heat stress area.

c. It is realized that tolerance between individuals differ and that type of outside work being accomplished

affects the body heat generated by a worker, therefore, common sense must be applied when
considering maximum exposure time.
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HEAT STRESS CONDITIONS AND WORK/REST CYCLES
WORKLOADS WBGT INDEX WORK/REST (MIN)

LT 86-87 45/15
88-89 30/30
90-91 15/45
MD 81-82 45/15
83-85 30/30
86-88 15/45
HV 78-82 30/30
83-86 15/45
87-90 10/50

15-6 TDY SAFETY

When technicians are sent to repair an aircraft or other equipment out of commission at other than home
station, full consideration will be given by the employer to the method, the means, and the appropriate
number of personnel by which such repair should be accomplished, to insure both expeditious job
accomplishment and safety of personnel.

15-7 SAFETY GLASSES AND PROTECTIVE CLOTHING

a. The employer will furnish at no cost to the technicians, safety eyeglasses to include prescription lenses
to technicians who are required by medical prescription to wear glasses, upon furnishing a request and
justification and upon approval of the base safety officer. The technician will furnish a current eyeglass
prescription or a new prescription as vision changes occur. All issued safety glasses broken on the job
will be replaced at no cost to the technician. The individual may select either plain or tinted lenses.

b. All protective clothing and equipment authorized by applicable regulations and TA's will be provided by
the employer at no cost to the technician.

15-8 HAZARDOUS MATERIAL COMMUNICATION TRAINING
a. Hazardous material information and training will be made available through Federal Hazard
Communication Training Program IAW current law, rule or regulation.

b. In addition, all personnel will receive shop-specific Hazard Communication training detailing the
hazards associated with chemicals used in their respective shops. Employees who handle, use, or are
potentially exposed to hazardous materials in the course of official duties, will receive training on the
specific hazards in their work area. This training should be conducted upon initial work area assignment
and whenever a new hazard is identified or introduced into a work area. This initial training should occur
before employees are exposed to hazardous materials.

c. All training wili be properly documented to insure completion of required training.

d. Material Safety Data Sheets (MSDS) will be available to all supervisors, all employees exposed to any
chemical hazard, and the employee representative. The MSDS will be on file in a known location and
accessible to all the above individuals.

15-9 SAFETY SURVEY
A Labor Organization representative shall be given, on official time, the right to be present during any

safety survey, conducted by any agency or persons contracted by the Employer to conduct the surveys.
(i.e. wet bulb measurements)

15-10 HAZARD REPORTING

a. A hazard may be reported by any person and may be submitted on any event or condition that affects
safety.

b. Reportable hazards include, but are not limited to, unsafe procedures, practices, or conditions in the
following areas:

(1) Ground operation and maintenance of aircraft.

(2) Ground operation and maintenance of vehicles.
27



(3) Operation and maintenance of facilities.
(4) Training and education programs.
(5) Work environment.

c. Hazards will be reported to responsible supervisors so action can be taken. Oral reports for imminent
danger situations are mandatory. In such situations the Safety Office will be immediately notified. If the
hazard is eliminated on the spot, no further action is required. If the hazard is not or cannot be corrected
within the work center, an appropriate Hazard Report will be prepared and given to the section
supervisor. Hazard Reports may be submitted anonymously, directly to the Safety Office.

d. The Safety Office will review and evaluate the report IAW all applicable directives.

e. If after review and processing of the report by the Safety Office, the originator is not satisfied; s/he file a
grievance IAW with Article 19 of this agreement.

NOTE: Applicable Safety Regulations are on file in the Base Safety Office and are available to all
employees.

f. The term "imminent danger" means a condition or practice in any work place which could reasonably be
expected to cause death or serious physical harm (a risk of injury of any sort is not sufficient) immediately
or before there is sufficient time for such danger to be eliminated through normal procedures.

(1) In the case of imminent danger situations, employees shall make reports by the most
expeditious means available.

(2) The employee has the right to decline to perform assigned tasks because of a reasonable
belief that, under the circumstances, the tasks pose an imminent risk of death or serious bodily
harm, coupled with a reasonable belief that there is insufficient time tc effectively seek corrective
action through hazard reporting and abatement procedures. In these instances, the employee
must report the situation to his supervisor or the next immediately available higher-level
supervisor.

(3) If the supervisor believes the condition or corrected condition does pose an immediate
danger, then management shall request an inspection by the Safety Office as well as contact the
Labor Organization, who shall be afforded the opportunity to be present at the time the inspection
is made.

(4) Should the Safety Office decide the condition does not pose an immediate danger or if the
supervisor gives the instruction to return to work, with or without attempted corrective action, the
employee must choose between:

(a) Setting aside his or her concerns and perform the work or;
(b) Refuse the order and risk disciplinary action, for example, insubordination.

(5) Continued refusal by the employee at this point would be justified if it can be shown that there
was a reasonable basis for the employee to believe that imminent danger was present.

15-11 PHYSICAL FITNESS

a. Civilian Technicians are authorized three (3) hours per week of duty time to participate in the physical
fitness program in accordance with the established policy of the employer. If an employee is in a weight
control program then management will do whatever is practical to insure the employee can actively
participate in the three (3) hours a week physical fitness program.

b. Employee’s that smoke and chew tobacco products should be counseled on the dangers of tobacco
usage to themselves, their co-workers, and their families. Frequent smoke breaks should be discouraged

and taken only as a break as established by Article 9, section 12 of this contract. Voluntary participation in
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smoking secession programs should be encouraged. Designated smoking areas must be away from
eating area’s, entrances and exits from buildings, and smoking areas must conform to the local smoking
regulations.

ARTICLE 16 - LEAVE

16-1 GENERAL

The provisions of Chapter 6, of the CNG TPM, dated March 1, 2000, establish the basic leave policies for
technicians of the California Air National Guard. The employer will make no changes to any provision of
its leave policies without first consulting and negotiating with the labor organization. The provisions of this
regulation are subject to this negotiated agreement.

16-2 ANNUAL LEAVE
a. Annual leave will be administered on a uniform and equitable basis within the scope of applicable
regulations.

b. Each employee will be allowed to schedule/use annual leave in the amount that will normally accrue
during the current leave year. The employer will make every reasonable effort o honor the leave requests
for the employees. The only basis for refusal of annual leave is mission accomplishment. In situations
where there are more employees requesting leave for a particular period than can be approved due to
mission requirements, the technician(s) with the greatest amount of seniority (SCD) will be given
preference. :

c. Unscheduled annual leave. The employee will contact the supervisor before the start of the shift. The
employer agrees to grant the request for unscheduled annual leave if possible with regard to mission
accomplishment. In situations where the employee finds it impossible to contact the supervisor a two-hour
grace period is in effect whereby no disciplinary action may be considered unless circumstances warrant.
Notification that does not meet the two-hour criteria will be dealt with on a case-by-case basis. The
supervisor may request documentation to substantiate an emergency.

d. Annual leave may be charged to an employee’s accountin as small as one-quarter hour (15 min)
increments.

e. A maximum of 240 hours of accumulated leave may be carried forward to the new leave year without
forfeiture. Individual requests for carry over of annual leave in excess of 240 hours will be accomplished
in accordance with CNG TPM Chapter 6. Supervisory recommendations to do so must be in writing and
forwarded to the HRO 30 days prior to the end of the current leave year.

f. Employees who are dissatisfied with the administration of their leave may have the matter resolved
under the grievance procedure established in this agreement.

16-3 LEAVE TRANSFER

The leave transfer program is a program to donate leave, to the extent allowable by law, to another
employee's leave account. When need arises, this program will be implemented in accordance with
applicable regulations current at the time the need exists. Changes to implementing instructions will be
impact bargained.

16-4 SICK LEAVE

a. Sick leave will be authorized only in bona fide cases and may be granted orally. It is the responsibility
of the supervisor to ascertain whether absences are properly chargeable to sick leave. Medical
certificates may be required under the following conditions:

(1) For absence in excess of three (3) workdays.

(2) For absences for short periods at frequent intervals whenever there is reason to believe that
the sick leave privilege is being abused. In such cases, the technician will be advised in writing
after counseling that a m edical certificate will be required to s upport any future grants of sick
leave regardless of duration.

b. Sick leave is authorized upon request for all dental, optical, and doctor appointments including

reasonable travel time as necessary for both local and non-local appointments.
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c. Sick leave for family care will be in accordance with the Family Friendly Leave Act (FFLA), Public Law
103-388, and 5 CFR 630.401, (a).

16-5 COMPENSATORY TIME

a. Overtime pay is not authorized for National Guard Technicians. Compensatory time will be given to
technicians on an hour for hour basis, for the amount of time spent by them in overtime work in excess of
their scheduled tour of duty, in accordance with applicable regulations. In the event a technician is called
back, a minimum of two hours will be considered standard.

b. Employees will be selected for overtime work on a fair and equitable basis consistent with job and skill
requirements. Factors which will be considered include: the nature of the work, the need for special skills,
the priority of productive or support effort, and the numbers of employees required.

c. Compensatory time may be used for performance of inactive or active duty training instead of annual
leave or leave without pay.

d. Technicians retiring or resigning must use accrued compensatory time prior to termination. Lump sum
payment for unused compensatory time is not authorized.

e. Compensatory time will be administered between the supervisor and the individual concerned. Such
time will b e administered in the same manner as annual leave. C ompensatory time s hould b e taken
within twenty-six (26) pay periods from the pay period in which it was earned. At the end of the twenty-six
pay period from the in which is earned the compensatory time will be forfeited. | tis the technician’s
responsibility to request use of the compensatory time to avoid its loss. Supervisors will grant
compensatory time, which will be lost if not used subject to mission requirements.

16-6 PARENTAL LEAVE

Parental leave is authorized in accordance with 5 CFR Part 630, The Family and Medical Leave ACT
(FMLA of 1993 and The Family Friendly Leave ACT of 1994). The FMLA provides entitlement to 12
workweeks of unpaid leave during any 12-month period. The employer acknowledges that the employee
and his/her doctor shall determine the basis for a reasonable length of maternity |eave. This absence
period may include a pre-delivery period, delivery, and post-natal recovery p eriod, bonding time or an
iliness of a dependent. The use of annual or sick leave will not be charged against the 12-week period.

16-7 TRAUMATIC LEAVE

In accordance with FECA, Civilian Technicians are entitled to a continuation of pay status (COP) for a
period not to exceed forty-five (45) days for any covered incapacitating injury or recovery period required
by a doctor. NOTE: Early filing of a workman compensation claim form (CA-1 for an injury, CA-2 for
iliness/disease), is essential to assure full coverage for any job related injury or illness.

16-8 LEAVE WITHOUT PAY (LWOP)

LWOP is an approved absence without pay upon the employee’s request. The employer agrees to
consider LWOP for situations that are beneficial to the organization upon the request of the employee.
Situations include but are not limited to the following:

a. Job related training/education, which would be of benefit to the agency.
b. Recovery from illness and/or disability.

c¢. Personal/family emergencies.

d. The Employer agrees to consider leaves of absence of any employee elected or appointed to a
position of national officer or representative of the Union for the purpose of serving full-time in the
position. Leaves of absence granted under this article will be for a period concurrent with the term of
office or appointment of the official. The request will be granted absent a demonstration of adverse impact
on the agency’s mission
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16-9 LEAVE FOR BLOOD DONATION

The employer and the Labor Organization recognize the importance and humanitarian need for
community blood donors. When community’s need for blood donors arise and work requirements allow
for employer to release the employee(s), will be in an excused absence. Depending on the community
needs and consistent with safe medical practices, excused absences normally should not exceed two (2)
hours.

16-10 MILITARY LEAVE

Military leave is a special form of administrative leave granted to government employees for the purpose
of performing military duty/training on an annual basis. The employer agrees that no employee may be
required to use military leave, prior to use of other appropriate leave. Technicians are provided the option
of using other available leave first or co-mingling types of leave. There is no charge of military leave on
any holiday or weekends. Itis recognized that the e mployee may carry-over up to one hundred and
twenty (120) hours of unused military leave from one fiscal year to the next.

16-11 ADMINISTRATIVE LEAVE

a. When the employer authorizes the shutdown or closure of an activity or unit because of weather
conditions or emergencies, i.e.; loss of heat, water or power, technicians may be granted administrative
leave.

b. Individuals on TDY status that are extended due to circumstances beyond their control may declare
their leave status to cover the extended period. Management will compensate those technicians in
accordance with DoD Financial Management regulation 7000.14-R Volume 8.

16-12 COURT LEAVE

Court leave is leave with pay for the period of time a technician spends in court for jury duty as a juror or
as a witness, or for attending judicial proceedings. Court leave will be extended to a technician when
summoned to appear as a witness in judicial proceedings on behalf of a state, or local government or
when required to perform jury duty in a federal, state, or municipal court.

16-13 VOLUNTEERISM

Community volunteers will be authorized excused absence status when performing duties of the
respective agency with which they are affiliated (i.e., Volunteer Fire Fighters, Police, etc.) When called for
service during the duty day and if the request is approved by the agency the employee will not be
charged personal leave if it is shown that he/she did perform the duties that led to the decision to approve
the absence.

ARTICLE 17 - MERIT PROMOTION AND INTERNAL PLACEMENT

17-1 PURPOSE

a. To provide upward mobility for bargaining unit technicians by giving full consideration to the on-board
Civilian Technicians force. To provide procedures that will insure that each technician receives full
consideration for all bargaining unit position vacancies for which they qualify. Management officials have
a special responsibility for seeing that violations do not occur.

b. This article is designed to provide for the selection of bargaining unit positions in the most common
type promotion o pportunities that will occur. There will be unusual cases presented. In this event, the
parties will attempt to resolve the problems, IAW with the Impact and Implementation Bargaining article.

17-2 OBJECTIVES

a. Applicable laws, rules, regulations, Chapter 3 and Annex A of the California Technician Personnel
Manual and this article will be used for filling bargaining unit vacancies in the excepted and competitive
services of the Technician work force and will be used for all promotions and competitive reassignments.
The same knowledge, skills, and abilities will be used, when filling technician positions.

b. To present for the employer's consideration qualified applicants.

¢. To give technicians an opportunity to receive fair and appropriate consideration for higher-level jobs.

d. To insure maximum utilization of technicians.
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e. To provide an incentive for technicians to improve their performance and develop skills, knowledge,
and abilities.

f. To provide attractive career opportunities for technicians.

17-3 DEFINITIONS

a. Promotion: The movement of an employee, while serving continuously within the same agency, to a
position at a higher grade level within the same job classification system and pay schedule, or to a
position with a higher rate of basic pay in a different job classification system and pay schedule.

b. Internal Placement: C hanging of a technician from one p osition to another through the c ompetitive
process, but with limitations to those technicians currently employed by the unit at the time of the
advertisement of the position.

c. Rating Panel: The employer's representatives that rate all applications in accordance with the criteria
established by this article for the purpose of determining the three (3) best qualified appiicants.

d. Selecting Official: As designated on the vacancy announcement.

17-4 EMPLOYEE RESPONSIBILITIES

Individuals are responsible for familiarizing themselves with the provisions of this article and assuring that
applications are accurate and complete in relation to the present duties being accomplished and the
position being applied for.

17-5 EXCEPTIONS TO COMPETITIVE PROCEDURES
a. Promotion due to the issuance of a new ciassification standard, the reclassification of a position, or
correction of a classification error, provided that all incumbents are to be affected equally.

b. Placement of over-graded technicians entitled to grade retention as a result of RIF or reclassification.

c. Promotion when competition was held earlier (i.e., position was advertised with known promotion
potential).

d. Re-promotion to the same grade or an intervening grade of a position from which a technician was
demoted without personal cause and not at his or her own request, if the down-grading has occurred
within two (2) years when demoted by RIF or reclassification.

e. Trainees to the full grade of the position if the trainee has received the position through previous
competition and the position was advertised with known promotion potential.

f. Position changes required by the RIF article of this agreement.

g. Selection of a former technician from the re-employment priority list for a position at the same or lower
grade than the one last held. This provision is applicable to those who have lost employment within the
past two- (2) years.

h. Temporary promotion for 90 days or less.

17-6 INDEFINITE POSITIONS

Appointments with indefinite time limitations may be announced and filled using the procedures within this
article.

NOTE: Any civilian technician employed without competition will not be considered as Group 1
candidates for Group 1 job announcements.

17-7 VACANCY ANNOUNCEMENTS
As a minimum, the vacancy announcement wiil contain the following information:

a. Title, series, grade, and salary range of the position.

b. Type of appointment - competitive or excepted.
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¢. Military Requirements - applicant does not have to be assigned to the position or possess the AFSC to
apply or be considered for selection.

d. Summary of duties and minimum qualification, general and specialized experience requirements.
e. Organization and geographical location of the position.

f. Information regarding known promotional potential, if any.

g. Opening and closing dates and how to apply.

h. Equal employment opportunity statement.

i. The knowledge, skills, and abilities factors by which applicants will be rated for the position.

j- Whether or not trainees will be accepted.

k. Area of consideration.

I. SF 181. (Race and National Origin Identification).

m. Selective Service registration statement.

n. Selection Placement Factors: Any special job requirements, i.e., security clearance, and driver’s
license.

17-8 VACANCY POSTING

Vacancy announcements will normally be posted by the employer for a minimum of thirty (30) calendar
days, which may span over one (1) drill period. Announcements will be posted (printed job
announcement) in a central location within each of the major work facilities. A copy will be provided to the
Labor Organization.

17-9 AREAS OF CONSIDERATION

The areas of consideration for each specific position vacancy announcement will be in the following
manner and sequence:

a. Bargaining unit positions:
(1) Group one (1): All civilian excepted/ competitive technicians currently employed.

(2) Group two (2): All other members of the California Air National Guard or those eligible for
membership.

b. F or vacant b argaining-unit positions, the initial c onsideration will be given to all civilian technicians
(Dual and/or Non-dual status) in the bargaining unit, specifically excluding all AGR personnel. Vacant
bargaining unit positions may be announced concurrently as merit and open. In the event the
announcement is concurrent, non-bargaining unit candidates, including any AGR personnel, will not be
submitted to the selecting official for consideration until those qualified bargaining unit employees, if any;
have been given priority consideration first and not selected.

c. For vacant competitive positions, the initial consideration will be given to currently employed
competitive/excepted e mployees. In the event there are no qualified applicants, the D OD stopper list
must be cleared prior to any announcements outside of the current workforce. Competitive employees
who qualify for positions advertised as Group one (1), will be considered as Group one candidates for the
purposes of initial competition as provided in paragraph b above.

17-10 APPLICATION PROCEDURES

The appropriate application is the document by which the individual's qualifications for the position are
determined. It must, therefore, reflect the applicant's current and past employment data as well as all
duty assignments, qualifications, and training. Complete and accurate data is essential to insure fair
evaluation of candidates. Applicants must specifically address the basic eligibility factors (which include
general and specialized experience) and the KSA factors as stated on the vacancy announcement. Along
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with the application form discussed below, supplemental forms that show all of the candidate’s
qualifications may be submitted. Applications will be submitted as follows:

a. Technicians may apply using form SF 171, OF 612, or equivalent resume.

b. Applicants are required to complete a new application for each position they are applying for and to
contact the local HR Remote designee for assistance in completing their application.

c. Employees scheduled for TDY may notify their supervisor of their temporary address and request for
job vacancy announcements to be forwarded to them with appropriate application forms.

d. Applications will be mailed to the Human Resource O ffice (HRO) no later than 2400 hours on the
closing date specified on the vacancy announcement and must be postmarked before or on that date.
Government postage may not be utilized to mail the application.

17-11 TIME LIMITS

The selection process, including the rating and ranking panel, will normally be concluded within thirty (30)
calendar days after the vacancy announcement closing date.

17-12 ESTABLISHMENT OF KSA FACTORS

The knowledge, skills and abilities factors (KSA) required for the position to be filled will be prepared by
the HRO prior to the advertisement of the position. The HRO may consult with the selecting official
regarding the preparation and determination of the KSA factors.

17-13 PROCESSING APPLICATIONS

a. The Human Resource Office will ascertain that only applications that are postmarked on or before the
closing date will be considered, and will retain the postmarked envelopes for two (2) years after the
appointment is made for any given position. The HRO will evaluate the application to determine that the
applicant meets the basic qualifications of the advertised position. KSA's are used in the rating and
ranking process - not to determine basic eligibility.

b. If there are more than three (3) qualified applicants a rating panel will be established at the local level
to rank best qualified and submit to selecting supervisor for selection. If there are three (3) or less
applicants, the HRO will provide the selecting official with the applications and selection certificate.

17-14 RATING PANEL

Rating panels shall be established at the local level for the purpose of rating and ranking candidates for
the position to be filled.

a. The rating panel will consist of not less than three (3) members. When possible, One (1) member will
be selected from the technical area of the promotion concerned. Two (2) members will be supervisors
one of which will be from outside of the affected section. An HRO representative may serve as a non-
rating advisor to the rating panel. Rating panel members will be appointed in writing with a copy provided
to the labor organization.

b. To avoid a conflict of interest the selecting official should not serve as a member of a panel convened
for the purpose of rating or ranking candidates for vacancies within his area. Candidates for the
promotion vacancy cannot serve on the rating panel.

¢. When required by section 17-13b, a rating panel will be convened as a body at a time and place, as
designated by the selecting supervisor, for the purpose of rating and ranking candidates for the

advertised vacancy. If the rating panel is not utilized the selecting supervisor may evaluate and rank the
candidates

17-15 EVALUATING AND RANKING APPLICANTS
- Dual Status Positions -

This section applies to the evaluation and ranking of applicants for positions in the Fresno Air National
Guard Excepted service. Nothing in this article prohibits the selecting official from receiving or
considering other information from candidates for selection. Management may use other means of
ranking candidates provided that the means are identified on the vacancy announcement.
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a. If a panel is required, reference section 17-13b, all Group 1 (one) candidate applications meeting basic
eligibility for promotion or internal placement from within the first area of consideration will be presented
for evaluation by the rating panet.

b. A point system will be utilized to establish the grouping of candidates. Items to receive ratings are as
follows:

(1) KSA Ratings (All Factors):

(A) "A" level experience. Candidate possesses type and quality of experience that
substantially exceeds the basic requirements of the position, including selective placement
factors, and that would allow the candidate to perform effectively in the position almost
immediately or with a minimum of training and/or orientation.

(B) "B" level experience. Candidate possesses type and quality of experience that
exceeds the basic requirement of the p osition, including s elective p lacement factors, and that
would allow the candidate to perform effectively in the position within a reasonable period of time
(i e, three to six months).

(C) "C" level experience. Candidate satisfies the basic requirement of the position with
respect to experience, including selective placement factors. However, type and quality of
experience beyond that which is basically required are minimal, and/or extensive additional
training/orientation may be required to enable the candidate to satisfactorily perform the duties of
the position.

NOTE: The point value assigned for A, B, or C level experience will be based on the following knowledge,
skills and abilities (KSA) table. The point values vary depending on the number of KSA factors used for
the rating. KSA factors will be the same for all applicants evaluated.

- Knowledge, Skills and Abilities (KSA) Table —

3KSA 4KSA 5KSA 6KSA 7KSA B8KSA
Factors Factors Factors Factors Factors Factors
A) 33.3 25.0 20.0 16.6 14.2 12.5
B) 28.3 21.2 17.0 14.1 12.1 10.6
C) 233 175 14.0 11.6 10.0 8.7

EXAMPLE: Using five KSA factors, a candidate's combined category rating of AABBC [20, 20, 17, 17, 14]
converts to 88. Also if a candidate were found to rate a 'C' in all KSA categories the rating would be 70. If
the rating were 'A' in all categories the total would be 100.

(2) Awards: Credit is awarded for pertinent honorary and monetary awards and fully acceptable
performance ratings received in the previous three (3) years. Each applicant is responsible to
supply awards documentation. A maximum of seven (7) points may be credited for this
factor. Points are assigned as follows:

1* Year 2nd Year 3rd Year
Performance Award 1 1 1
Fully Successful 1 1 1
Suggestion Award 1 0 0

(3) Training and Education: A maximum of two (2) points will be awarded for this factor. This

refers to training and education, other than that credited for basic eligibility that was not

considered elsewhere in the evaluation process, which is relevant to the position being filled.
OVERALL RATING: The overall rating for each category (KSA, awards, performance potential, and
education) will be combined and the total score for all categories will be recorded on the rating worksheet,
technician seniority will be the tiebreaker.

- Non Dual-Status Positions -

This section applies to the evaluation and ranking of applicants for positions in the Fresno Air National
Guard competitive service. Nothing in this article prohibits the selecting official from receiving or
considering other information from candidates for selection. Management may use other means of
ranking candidates provided that the means are identified on the vacancy announcement.
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a. All candidates’ applications meeting basic eligibility for placement from within the area of consideration
will be presented for evaluation by the rating panel.

b. The rating panel shall establish, evaluate and rank candidates according to standards that comply with
5 CFR, section 300, 101-300, and any changes thereto (OPM X-118).

17-16 REFERRAL OF CANDIDATES

Following the evaluation of candidates, the rating panel will refer the selection certificate containing the
rated candidates to the selecting official. Candidates will be listed in order of ranking on the rating
worksheet. Applications and supporting documents submitted by candidates will also be forwarded to the
selecting official for each promotion certificate submitted.

17-17 ACTIONS BY THE SELECTING OFFICIAL

The Selecting official has the right to select or not select any of the candidates referred to them. This
action is included within the thirty- (30) day period reserved for the selection process. (See Section 17-11)
The selecting official will proceed as follows:

a. Provide for a fair and impartial one on one interview of each eligible candidate listed on the referral and
selection certificate who is available for interview. If personal interviews are not possible telephone
interviews will be conducted. This provides another means of evaluating and comparing and gives eligible
candidates a chance to discuss the position and their qualifications.

NOTE: If the selecting official chooses to omit the interview process due to evidence of a clearly well
qualified applicant he may select from the rating and ranking resuilts.

b. After interviewing the candidates, make the selection, or provide written definitive reasonable
justification to the HRO for non-selection for each candidate on the promotion certificate.

(1) For the purpose of this section, "definitive" means a reason for non-selection, which provides
a non-selected Group 1 candidate with the information as to an area, or areas where the
applicant needs to improve.

(2) After interviewing, should the selecting official conclude that none of the Group 1 candidates
are to be selected, he will complete the requirements of this paragraph prior to requesting, in
writing, any certificate from any other source.

c. If a selection is made from any Group 1 promotion certificate, the selecting official will sign and return
the certificate to the HRO.

d. Insure employees hired in a trainee status will be informed of the approximate duration of the training
necessary to become fully qualified.

e. If for some administrative reason the selection process cannot be completed the selection package will
be returned to the HRO. (See Section 17-18 (e) below)

17-18 HUMAN RESOURCES OFFICE ACTION
a. The Human Resource Office will notify the individuals on the certificate of the selection.

b. Notify those qualified candidates that did not rate high enough to be placed on the referral certificate.

c. Arrange a release date of selectee.

d. HRO will advise, in writing those individuals who did not meet the qualifications required for the
position.

e. Reference Section 17-17(e) above. The HRO will notify the candidates as to the reason for the delay
(i.e., lack of funding).

f. When the selecting official non-selects the entire promotion certificate HRO will ensure the justification
provided for each candidate is IAW section 17-17 (b).
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17-19 RELEASE OF SELECTEE

After selection for promotion/placement, technicians will be released after coordination with their present
work center and the gaining work center. Release will normally be within two (2) weeks after the
selection, either on the 1st day of the next pay period, or the fill date as specified on the vacancy
announcement.

17-20 EXPIRATION OF REFERRAL CERTIFICATE
If the vacant position is not filled, the referral certificate will remain in effect for one (1) year unless all
applicants on the certificate agree in writing to withdraw from the certificate.

17-21 RECORDS RETENTION

Sufficient records are required to allow reconstruction of the placement action to provide; for an
evaluation of the merit promotion/placement plan, for a clear record of the actions taken, for proof that the
filling of technician vacancies are being made on a fair and equitable basis in accordance with this article.

a. The following records are to be maintained in the HRO:
(1) Copy of the vacancy announcement.
(2) Certificate of Eligibles.
(3) Copy of all applications and attached documents.
(4) Forms used in the evaluation and rating process.
(5) If utilized, record of the "Stopper List" having been cleared (for competitive positions only).

b. Records are to be maintained for a minimum of two (2) years. If a grievance is pending, records will be
maintained until resolution of said grievance or the two (2) years whichever is longer.

17-22 GRIEVANCES

a. A technician who believes that proper procedures were not followed in a particular placement action,
for which they were an applicant of, may present a grievance under the grievance procedures agreed to
in this contract. A grievance will not be considered when it is based solely on non-selection.

b. The employer, upon written request, will provide to the Labor Organization the promotional material
utilized in assessing the qualifications of the eligible candidates in an alleged or formal promotion action.
Confidentiality of promotion material will be maintained by the labor organization in accordance with 5
USC 552 and 552a.

c. If a grievance concerning merit promotion has been initiated, no action to cancel the vacancy
announcement will take place until the grievance is resolved.

17-23 INQUIRIES

Should a non-selected technician wish to know the possible reason(s) for non-selection, they may request
an administrative review of their rating. The Selection Official and the non-selected technician will address
the areas where improvement can be made to enhance the individual’s selection potential.

NOTE: The intent herein is not for the employee to grieve his non-selection but to provide the employee
an awareness of potential weakness. This will not preclude an employee from filing a grievance under the
provisions of Section 17-22 of this Article.

ARTICLE 18 - DISCIPLINE

18-1 GENERAL

a. This article applies to matters of conduct only. Actions that relate to job performance will be
accomplished in accordance with the agency performance appraisal system and contract modifications
(Article 12). It is acknowledged that in some cases, disciplinary actions are necessary. The parties agree

that discipline and adverse actions will be based on just cause and be consistently applied equitably and
promote the efficiency of the federal service.
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b. The parties recognize that there are two types of technician disciplinary actions that may be
appropriate; i.e., informal disciplinary action and formal disciplinary action. Disciplinary action will be for
the purpose of correcting offending t echnicians and problem situations a nd m aintaining discipline a nd
morale among other technicians. A supervisor will consider a closer degree of individual supervision
and/or warnings to effect corrective action prior to undertaking a formal disciplinary action.

c. In order to be effective, constructive discipline must be timely. Disciplinary action should be initiated
within 5 workdays after the offense becomes known to the individual's supervisor. Appropriate justification
will be provided when this requirement cannot be adhered to.

18-2 INFORMAL ACTION

a. This type of action will consist of a counseling session with the technician by his supervisor. The
technician will be advised of the specific infraction or breach of conduct and exactly when it occurred. The
technician will have a labor organization representative present if desired, and supervisors will advise the
technicians of this right prior to the counseling session.

b. Counseling sessions will be recorded on NGB Form 904-1, in pencil, and may not exceed sixty (60)
days unless recognized as relevant to a continuing or recurring problem.

c. To protect the confidentiality of the records (NGB Form 904-1) and to preserve the privacy of the
individual, records will be maintained at the lowest level of supervision excluded from the bargaining unit
and access will be limited to management/technicians concerned and individuals to whom the technician
has given written permission.

d. An appeal of a counseling session may be made through the negotiated grievance procedure. A
successful appeal could cause any record of the counseling to be deleted.

18-3 FORMAL DISCIPLINARY ACTION
a. Formal disciplinary action consists of oral admonishments, written reprimands, suspensions, reductions
in grade, and removals. Even though these actions constitute formal discipline, only suspension,

reductions in grade and removal actions are considered adverse actions since they affect the pay of the
technician.

b. Before disciplining a technician, the supervisor will gather all available facts and discuss them with the
technician, informing the technician of the reason for the investigation. After considering the technician's
response, the supervisor will then advise the technician if the discussion resolved the matter. If an oral
admonishment or letter of reprimand is decided upon the following procedure will apply.

(1) An oral admonishment is:

(A) A disciplinary action that notifies a technician to desist from a certain course of action.
The s upervisor will describe the offense in s ufficient detail to e nable the technician to
understand why the admonishment is necessary. The technician may have a Labor
Organization representative if so desired. The supervisor will advise the technician of this
right prior to the questioning and presentation of the admonishment.

(B) Annotated in pencil (date and subject) on the NGB Form 904-1and may not exceed
six (6) months unless recognized as relevant to a continuing or recurring problem.

NOTE: In order to protect the confidentiality of the records (NGB Form 904-1), and to
preserve the privacy of the individual, records will be maintained at the lowest leve! of
supervision excluded from the bargaining unit and access will be limited to managemen-

t/technicians concerned and individuals to whom the technician has given written
permission.

(2) Written reprimand will:

(A) Normally be signed by the appropriate supervisor and coordinated with HRO for
contract and regulatory compliance.
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(B) Describe the offense in sufficient detail to enable the technician to understand why
the reprimand is necessary.

(C) Inform the technician that the letter will be filed as a temporary document in the
Official Personnel Folder (OPF) until a specific date. Retention period may not
exceed twelve (12) months unless recognized as relevant to a continuing or recurring
problem.

NOTE: The technician may have a Labor Organization representative if so desired. The
supervisor will advise the technician of this right prior to the questioning and presentation
of the letter of reprimand.

(3) An appeal of an oral admonishment or a letter of reprimand may be made through the
negotiated grievance procedure. A successful appeal could cause the action to be withdrawn and
any record of the action to be deleted.

(4) If adverse action is decided upon the procedure in Section 18-4 applies.

18-4 ADVERSE ACTIONS
a. Adverse Action is an administrative action that results in removal, suspension, or reduction in grade or
compensation of any technician.

(1) There must be a reason for taking adverse action; that reason is commonly referred to as a
"cause" and is defined as "an offense against the employer/employee relationship." What
constitutes a "cause” is a decision that must be made on the merits of each situation.

(2) Having a "cause" is not sufficient to warrant an adverse action. Management must also
conclude that taking an adverse action will promote the efficiency of the service. This is done by
establishing a relationship between the "cause" and its impact or effect upon the efficiency of the
service (i.e., the technician's ability to perform his duties; the agency's ability to fulfill its mission,
etc.)

b. Adverse actions will not be initiated by any supervisor without consulting with the appropriate
Reviewing Official and obtain approval of the HRO before issuing proposed adverse action and original
decisions. The following, as required by agency regulation TPR 752 will be the sequence of events for an
adverse action:

(1) Technicians will be given at least a twenty (20) calendar day notice of proposed adverse
action, signed by the individual proposing the action. The technician or the representative will be
given the opportunity to reply to the charges, in writing and/or in person, to the reviewing official.

(A) The Technicians will be given twenty (20) calendar days to reply to the proposed
action. Time extensions will be provided upon written justification.

(B) All evidence and materials relied upon to support the action will be provided to the
Technicians and their union representative.

(C) A sufficient amount of excused absence will be provided to the Technician and their
union representative to review all evidence and materials and prepare the reply to the
proposed action.

(2) The technician will be given a Notice of Original Decision, signed by the Reviewing Official
that will state the specific action being taken. Upon receipt of the decision the technician has
twenty (20) calendar days to file for an appellant review by the Adjutant General, an
Administrative Hearing conducted by a National Guard hearing examiner or a non-binding
arbitration hearing conducted by an FMCS arbitrator.

(A) Technicians requesting an appeal shall state their dissatisfaction and include with the
appeal any proof or other supportive documents. The appeal letter will also include
whether or not the individual requests representation.
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(B) If the technician requests a hearing, the HRO, will submit a written request to NGB for
a list of examiners. In-turn, the NGB will provide a list of hearing examiners from which
the Adjutant General may make a selection. A letter will be sent advising the appellant of
the name of the hearing examiner. The hearing will be before the selected hearing ex-
aminer who will provide a recommendation to The Adjutant General. The Adjutant
General will consider the recommendation in making the final decision.

(C) All expenses incurred for the use of either the hearing examiner or arbitrator will be
shared equally.

(D) If non-binding arbitration is agreed to the provisions of Article 19-13, 14, and 15 will
be used.

(E) An Adverse Action will be carried out if there is no appeal to the action or the appeal
procedure has been exhausted and the action upheld in accordance with 32 USC 709 (f)

(4).

18-5 REPRESENTATION

a. Prior to discussions that may lead to disciplinary or adverse actions; the supervisor or person/persons
performing an investigation role for the agency will notify the technician of the right to labor organization
representation. |f the e mployee accepts r epresentation, n o further q uestioning will take p lace until the
representative is present. If the technician chooses not to have representation that w aiver must be in
writing. The labor organization will be served a copy of this waiver.

b. An investigative interview will, if representation is requested, be delayed for a reasonable amount of
time until the employee(s) representative can be present.

¢. A supervisor who is conducting an investigative interview will notify the technician that the interview
may lead to disciplinary action and that the employee has the right to remain silent and may refuse to give
a written statement until a representative is present, or representation has been declined in accordance
with Section 18-5a above.

18-6 RECORDS

a. In any disciplinary action, an employee will, upon written request, be furnished a copy of all written
documents in the employer’s files that contain evidence used by the employer to support any disciplinary
or adverse action. Any such records or diaries shall not be used as a basis to support any disciplinary or
adverse action against an employee unless the employee has been shown and provided a copy of such
record, note or diary within a reasonable period of time after the date of the incident b eing recorded.
Informal notes made by s upervisors that allege i nfractions, tardiness, and the like, cannot be used in
proceedings against employees, unless timely disclosed beforehand.

b. No written entry will be made in an employee's files concerning disciplinary matters without the
knowledge of the employee. The employee will initial the entry. The employee'’s initials acknowledge only
that the employee knows that an entry was made, but for no circumstance will initialing the entry be con-
sidered as an agreement with the entry or an admission of guiit.
c. Any of the above such records, notes or diaries shall not be used as a bases to support:

(1) A performance evaluation of unacceptable;

(2) The denial of a career ladder promotion, or;

(3) The denial of a within grade increase;
Unless the employee has been shown and provided a copy of such documentation within a reasonable

period of time, not to exceed thirty (30) calendar days, after it has been determined that the information
will be used for such purpose, and before it is used.
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ARTICLE 19 - GRIEVANCE PROCEDURES

19-1 GENERAL

Civilian Technicians within the bargaining unit are required to use this agreed to grievance procedure as
the sole means of resolving all complaints covered by this article. T he employee retains the rightto
request Labor Organization representation in the grievance procedure or to decline such representation.
If the technician chooses not to have representation, that waiver must be in writing. The Labor
Organization will be served a copy of this waiver. However, the Labor Organization will be given the
opportunity to have a representative present during all grievance proceedings to ensure that the
adjustments of the grievance are not inconsistent with the terms of the agreement. A grievance will be
formally presented normally not later than forty-five (45) days after the grievance took place, or the
individual becomes aware of the events that constitute the grievance, which ever is later. Either party
may seek interpretation of the meaning or intent of the agreement from representatives of the negotiating
teams.

19-2 DEFINITIONS
A grievance is:

a. Any complaint by any employee, concerning any matter relating to the employment of the employee.

b. Any complaint by the labor organization, concerning any matter relating to the employment of any
employee.

c. Any complaint by any employee, the labor organization, or agency concerning:
(1) The effect of interpretation, or a claim of breach, of the collective bargaining agreement; or

(2) Any claimed violation, misinterpretation, or misapplication of any law, rule or regulation
affecting conditions of employment.

19-3 REPRESENTATION
The labor organization is assured the right to represent itself and/or each and any employee in the
bargaining unit in the presentation and processing of any grievance.

19-4 EXCLUSIONS
It is agreed that this negotiated procedure is a full coverage procedure except for those matters

specifically excluded by law from the coverage of this agreement. Matters excluded from the negotiated
grievance procedure are:

a. Any claimed violation relating to prohibited political activities (Hatch Act Violations).

b. Retirement, life insurance, or health insurance.

c. A suspension or removal under §7532 (National Security) of Title 5, U.S.C.

d. Any examination, certification, or appointment.

e. The classification of any position that does not result in the reduction in grade or pay of an employee.
This matter may be appealed under other procedures. For GS employees TPR 500 (511.6), for WG
employees TPR 532-1. S7, (532-1) are the applicable references.

f. An EEO compliant.

g. The provisions of § 709 (f) of Title 32 USC are expressly excluded from binding arbitration. Title 32
USC § 709 (f) of the Technician Act of 1968 precludes the use of grievance procedures as to separation,
removal, discharge, suspension, furlough, RIF, and reduction in rank or compensation of National Guard
Technicians. The forgoing language reserves to The Adjutant General the final level of appeal in those
items covered by § 709 (f), as required by the Statute. If the Labor Organization does not agree to TAG’s
decision, it may pursue other legal avenues.
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19-5 EXCLUSIVE PROCEDURE

The employer and the labor organization agree that the negotiated procedure is the exclusive procedure
available to the Labor Organization and the employee(s) in the bargaining unit for processing of any
grievance.

19-6 EMPLOYEE RIGHTS

All employees have the right to present their grievances to the appropriate management officials for
prompt c onsideration. T his p rocedure provides a means for t he prompt and orderly c onsideration and
resolution of employee(s) or labor organization grievances. In exercising this right, the employee (s) and
the representative will be free from restraint, coercion, discrimination, or reprisal.

19-7 GRIEVANCE FILE
A grievance file will be maintained by the Labor Relations Office (LRO).

19-8 PRESENTING A GRIEVANCE

A grievance will be presented using the agreed to grievance form which is included as part of this article.
The labor organization has the right, on its own behalf or on the behalf of the bargaining unit employee(s),
to present and process grievances. If an employee or group of employees elect to present their grievance
without the assistance of the Labor Organization, adjustments of the grievance may not be inconsistent
with the provisions of this agreement. The appropriate supervisor or manager involved will notify the
Labor Organization of grievance proceedings and inform them of the time and place of such proceedings.
The point of contact will be a chapter officer.

19-9 OFFICIAL TIME

A reasonable amount of official time, without charge to leave, will be afforded in accordance with the
following:

a. To the employee to discuss, informally, with his/her first line supervisor and/or their labor organization
representative, any dissatisfaction the employee may have.

b. To a labor organization representative to discuss informally or formally with the appropriate
management official any complaint or the labor organization may have concerning matters under this
agreement.

c. To the employee and the designated labor organization representative for preparing and presenting the
grievance.

d. To Labor Organization representatives to formulate a contract proposal.

19-10 EMPLOYEE GRIEVANCE
a. It is agreed that settling of problems may be accomplished verbally before becoming formal. At this
informal stage, the employee and the representative will meet with the supervisor/manager concerned

and an attempt will be made to resolve the issue(s) that caused the grievance. Both the employer and
the labor organization encourage this step.

b. If a settlement cannot verbally be agreed to, the following procedure will be utilized:

STEP 1

The grievance will be prepared in writing, utilizing the agreed to form. The grievance will be presented to
the next highest level of supervision exceeding the management/supervisory level in the informal stage
who is able to resolve the issue. An information copy of the grievance will be forwarded to the LRO. The
grievance and information will be discussed at the time of presentation of the grievance. The

management official will provide a determination of settlement, in writing, to the individual and the labor
organization within seven (7) working days.

STEP 2

If the Grievant is dissatisfied with the settlement offered at step one, an appeal may be made to the Wing
Commander within seven (7) working days. A decision, in writing, will be rendered within seven (7)
working days to the Grievant and the labor organization.
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STEP 3

If the Grievant is dissatisfied with the settlement offered at step two, an appeal may be made to the
Adjutant General within fifteen (15) working days. A decision, in writing, will be rendered within fifteen
(15) working days to the Grievant and the labor organization.

19-11 LABOR ORGANIZATION GRIEVANCE

a. Labor Organization initiated grievances that effect individual employees, multiple areas and/or the
Wing will name the W ing Commander as respondent. The Labor Organization agrees to consider an
attempt to informally resolve the grievance at an appropriate level prior to formal presentation.

b. The following procedures will be utilized for all Labor Organization grievances.

STEP 1

The grievance will be prepared in writing and submitted to the Wing Commander. The event(s) leading to
the grievance will be discussed with the Commander at the time of the presentation of the grievance. The
Commander will provide a decision, in writing, within seven (7) working days, to the Labor Organization
Chapter President.

STEP 2

If the Labor Organization is dissatisfied with the decision of the Wing Commander an appeal will be
forwarded to the Adjutant General within fifteen (15) working days. If TAG does not sustain the grievance
a reason in writing will be provided to the labor organization.

19-12 RIGHT TO INFORMATION

Upon request and subject to law, rule or regulation management will supply the Labor Organization with
any investigation reports and/or documents used in the original action when denying a grievance. This is
to insure the Labor Organization has all the necessary information for a determination to invoke or not
invoke the provisions of paragraph 19-13.

19-13 ARBITRATION PROCEDURES
a. Arbitration may be used to settle unresolved grievances.

b. Only the labor organization or the employer may invoke the provisions of this section.

c. If either party questions the arbitrability of a matter because of alleged conflicts with applicable existing
law or circumstance(s), the arbitrator will simultaneously hear the question of arbitrability and the merit(s)
of the case. The arbitrator will then rule on the question of arbitrability and when applicable, the
subsequent question(s) on the merits of the case.

19-14 ARBITRATOR SELECTION

When arbitration is invoked, the party invoking arbitration may request a list of seven arbitrators from the
Federal Mediation and Conciliation Service (FMCS) and concurrently inform the other party of its intent.
Within seven (7) working days of receiving the list, both parties shall meet to select an arbitrator. If
agreement cannot b e reached regarding the s election of an arbitrator, then the p arties will alternately
strike the names from the list until only one (1) name remains. The individual's name remaining will be
duly selected to hear the grievance. The parties agree that if the selected arbitrator is unavailable to hear
the grievance within thirty (30) days the parties may select a new arbitrator using the above procedures.
if either party fails to participate in the selection process, the arbitration action will proceed with the
requesting party accomplishing the selection.

NOTE: If the chosen arbitrator cannot hear the case within thirty (30) days the intent of Section 19-14 is
to allow the parties to select from the remaining names on the list or request a list of seven additional
names.

19-15 ARBITRATION EXPENSES
The employer and the Labor Organization will share expenses incurred for the arbitrator equally. If the

arbitrator does not require a transcript, the party requesting a transcript agrees to pay for and furnish a
courtesy copy to the other party.

19-16 DATE AND LOCATION
The arbitration hearing shall be held on a date and at a location mutually agreed upon by the parties.
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19-17 FLRA EXCEPTIONS

The parties understand the Federal Labor Relation Authority has promulgated regulations providing for
filing of exceptions to an arbitrator’'s award. The period for filing of exceptions is not more than (30) days
from the date the award is served on the parties. The date of service is the date the arbitration award is
deposited in the U.S. mail or is delivered in person. It is understood that if no exceptions to an award are
filed during this thirty- (30) day period, the award shall be final, binding and effective on the thirty- first
(31st) day.

19-18 COMPLIANCE
Certificate of compliance with the decision of the arbitrator, to include corrective action where appropriate,
shall be provided to the other party as soon as practical.

ARTICLE 20 - EMPLOYEE MORALE

20-1 RADIOS AND TELEVISION
The employer agrees to allow the playing of radios and television in the work area, i.e., shops warehouse
and offices, with discretion, and as long as they are played in such a manner as not to disturb work.

20-2 TELEPHONE SERVICE
Management agrees to the reasonable use of the employer’s telephone service.

20-3 OUTSIDE VENDORS

Employer agrees to make reasonable efforts to allow vendors to provide concessions for food and drink
or similar services to accommodate the personal needs of the employee’s for all shifts in accordance with
state and local laws and health standards.

20-4 PARKING SPACES

The employer will provide parking places near employees' work areas on a first come first serve basis.
The employer agrees to consult with the labor organization prior to any changes in the base policy.
Reserved parking spaces will be made in accordance with the base policy (Reference FWI 31-4).

20-5 BREAK AREAS

Employer agrees to consider recommendations of the labor organization concerning adequacy or need of
space in work areas for employees’ to eat their lunch. Housekeeping of these areas is the responsibilities
of the employees’ utilizing these areas.

20-6 EMPLOYEE TITLE

The employer will make every attempt, in circumstances that are controllable, to refer to Federal Civil
Service Employees of the California Air National Guard as technicians.

20-7 LOCKERS

As facilities become available, one locker for the storing of clothing will be provided for each employee.
Local management will not open and inspect an employee's assigned locker without the presence of the
employee and/or a labor organization representative if desired. Inspections shall be conducted in
accordance with appropriate law, rule and regulation.

20-8 CHILD CARE
Management and the labor organization agree to work together to conduct a survey of all employees to
determine the need for childcare. If there is a demonstrated need, management and the labor

organization agree to work together to identify child care services that comply with all governmental
requirements.

20-10 UNIFORMS

The employer will provide uniform clothing at no charge to technicians. Uniforms will be issued on a one-
for-one basis to include the sewing of mandatory items.

20-11 CIVILIAN CLOTHES

Absent performing technician duties, the wear of civilian clothing may be authorized by management for
purposes of morale.




ARTICLE 21 - TECHNICIAN RETIREMENT

21-1 RETIREMENT BRIEFING

The employer will schedule retirement briefings on an annual basis to ensure that all technicians have an
opportunity to attend. Attendance at these briefings will be in normal duty status. The employer agrees to
keep all employees informed of changes in retirement laws and benefits.

21-2 RETIREMENT PROCESS

The technician will notify the local HRO remote designee in writing of the desired retirement date as soon
as possible. The employer will make every effort to ensure the retirement process will be expedited in a
reasonable and timely manner as to avoid a delay of the process.

ARTICLE 22 - IMPACT BARGAINING

22-1 PURPOSE

Prior to implementation of any event that could adversely affect one or more members of the bargaining
unit, management will n egotiate with the labor organization regarding the impact of the event(s). Ali
negotiations will take place prior to any announcement of the proposed management action, which could
adversely affect a bargaining unit member's condition of employment.

22-2 MATTERS FOR IMPACT AND IMPLEMENTATION BARGAINING

Matters appropriate for negotiations and consultation between the parties will include, but are not limited
to, personnel policies, practices and matters which affect working conditions, to include such matters as
safety, labor management cooperation, employee services, methods of grievance adjustments, appeals,
granting/denial of leave, promotion plans, demotion practices, reduction in force procedures, hours of
work and TDY assignment procedures.

22-3 CHANGES AFFECTING WORKING CONDITIONS

Management agrees to provide to the union president draft copies of appropriate regulations/policies
affecting working conditions for review prior to implementation. If the labor organization desires formal
discussion concerning contents of the drafts, management should be contacted within five (5) working
days after receipt to establish a meeting time/place to discuss the matter.

22-4 MEETINGS

a. Upon notification by the labor organization, management agrees to meet and confer as soon as
practicable, date and time will be by mutual consent.

b. The employer and the labor organization agree to render decisions on issues not resolved at the
meetings, within four (4) working days unless it is mutually agreed otherwise.

c. Consistent with the above, and within the authority to do so, the employer agrees not to make changes
in personnel policies practices and working conditions, without prior negotiations/consultations with the

labor organization. If short notice changes are required, implementation and negotiations may occur
concurrently.

ARTICLE 23 - REDUCTION-IN-FORCE

23-1 GENERAL
The Adjutant General is responsible for implementing a reduction in force (RIF).

23-2 PROCEDURES

Provisions of TPR 300-351, Annex C of the California Technician Personnel Manual and this article will
govern procedures relating to reduction in force. Article provisions will prevail in the event of conflict with
agency directives. The Employer in recognizing the responsibility of the Labor Organization to represent

the bargaining unit agrees to negotiate appropriate arrangements for those bargaining unit employees
adversely affected by the implementation of this article.
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23-3 DEFINITIONS

a. Reduction-in-Force (RIF): RIF occurs when a technician is released from a competitive level by
separation, change to lower grade, furlough for more than 30 days, or reassignment involving
displacement of another technician, when lack of work or funds, reorganization, reclassification due to
erosion of duties, or the need to make a place for a person exercising reemployment or restoration rights
requires the agency to release the technician.

b. Competitive Areas: The boundary within which employees compete for retention and receive
placement offers. A competitive area may be organizations and/or geographical location. It may be
restricted to the commuting area or one organization or expanded to cover the entire state. The area may
also include both the ARNG and ANG or be restricted to one service. At the time a RIF notification is
received, impact bargaining will commence to clarify the portion of the bargaining unit affected.

c. Competitive Levels:

(1) A competitive level consists of Excepted or Competitive positions, independent of one
another, within a competitive area, which are in the same grade, and are so alike in qualification
requirements, duties, and responsibilities that the incumbents can be moved from one position to
another without undue interruption to the work program.

(2) Supervisory positions will not be placed in the same competitive level as bargaining unit
employees.

(3) Non-bargaining unit technicians will not compete with bargaining unit technicians for
bargaining unit positions.

d. Tenure Groups: Following the release of temporary employees, technicians are divided into three (3)
Tenure Groups:

Group | - Technicians under permanent appointments that are not serving on probation or trial
periods.

Group Il - Technicians serving on probation or trial periods.

Group Ill - Technicians who have been given indefinite appointments in the excepted service.

e. Retention Reqisters: A record that lists technicians in descending order, within their competitive levels,
starting with the technician with the highest score first. Retention standing within each tenure group is
established by using the following criteria:

(1) Each complete year of creditable service will be given one (1) point for each year. Creditable
service is based upon service computation date.

(2) If a tie exists, the California Air National Guard Technician service date will be used as a
tiebreaker.

(3) The retention register will be established in descending order.

(4) Once authority for a reduction in force has been received, receipt of a new performance
appraisal will not affect the technicians standing in the current reduction in force.

23-4 HRO RESPONSIBILITIES
a. Upon notification from higher authority, meet with the labor organization to explain the need for a

reduction in force, upon request provides all documents and correspondence received, relative to the RIF
action. The parties will then negotiate the appropriate procedures to be used.

b. After impact bargaining with the labor organization, notification of the RIF will be in the form of a posted
written general notice as far in advance as possible. The general notice will contain, if available the
following information;

(1) The established agreed to competitive area.

(2) The established date appraisals are to be/have been frozen.

46



(3) The date personnel actions are frozen, i.e. reassignments, promotions, hiring, etc.
(4) POC for program counseling.

(5) Established date and times for appropriate separation briefings, and the screening of the
manning documents to determine which vacancies will be needed for placement action.

{6) Develop an aggressive placement program to include contact with other states, local federal
activities, local government and private employers.

c. A specific written notice will be given to each affected technician to be RIF'd at least 60 days prior to
the effective date of the action. This notice will state specific actions and known alternatives to be offered
to the individual. The following information, as applicable, will be included when preparing a specific
notice of reduction in force.

(1) Reason for the reduction.

(2) Specific action to take place (e.g., separation, furlough offer of change to lower grade, etc.).

(3) Title, grade, and salary of current position.

(4) Competitive area and competitive level designated.

(5) Service computation date, technician service date, and retention rating.

(6) The position title, grade, salary, and location of any position offer or the reason why no offer
can be made. Also, include the military grade requirements.

(7) Reasons for any exceptions to retention order.
(8) Effective date of proposed RIF (other than 15 December through 3 January).

(9) Where the technician may review retention registers and RIF regulations and the HRO
personnel specialist to contact for information.

(10) Appeal rights, how to file them and any time limits imposed.

(11) A clear explanation of the technicians grade and/or pay retention entitiement.
(12) Severance pay eligibility.

(13) Placement information and eligibility for reemployment priority list.

(14) Discontinued service retirement eligibility.

(15) A request for the technician to acknowledge receipt of the notice and to accept or decline
any offer.

23-5 PLACEMENT ACTION

a. The Employer will take positive action to assist technicians affected by RIF or transfer of function to be
placed within the California Air National Guard.

b. Placement assistance will include contacts with other states, local federal activities, local government
agencies and private employers.

¢. Reemployment Priority List. A reemployment priority list must be maintained for tenure groups | and I
technicians separated in a RIF. Upon receipt of a specific notice of separation, technicians will be placed
on this list, but only if they have not declined an offer that preserves a non-temporary, full-time position in
their present grade, step, or equivalent salary. Technicians will remain on this list for two (2) years,
unless they decline in writing, accept a full-time position, or decline the offer of a full-time position in the
Federal Government.
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23-6 APPEALS

a. A competing technician may appeal to the Adjutant General when he/she has received a specific notice
of reduction in force, and he/she believes that the Employer incorrectly applied the provisions of the
references cited in section 23-2 of this article.

(1) An appeal may be submitted upon receipt of a specific notice, but no later than thirty (30)
calendar days before the effective date of the action.

(2) The appeal must be in writing and must include the following information: Name, SSAN,
position title, series and grade, position description control number (PDCN), and the place of
employment.

(3) The appeal must clearly state the reason the technician believes the action affecting him/her
is inappropriate, and must show that the Employer failed to comply with the RIF procedures
outlined in this Article (e.g., insufficient notice, improper tenure grouping, and errors in service
computation date).

b. Extension of Time Limit. The Adjutant General may extend the appeal time limit when the technician
indicates that he/she was not notified of a time limit and otherwise was not aware of it, or that
circumstances beyond his/her control prevented him/her from appealing within the time limit.

c. Decision on Appeal. The Adjutant General will issue a written decision and, where applicable, direct
the HRO to take any necessary corrective action. A copy of the decision stating what corrective action
will be taken is then forwarded to the technician. The decision of the Adjutant General is final and there is
no further right or appeal. A copy of the decision issued by the Adjutant General will be furnished to all
interested parties.

d. Corrective Action. The decision of the Adjutant General may require the HRO to take corrective action
as follows:

(1) Correct the retention register.
(2) Correct the technician's specific notice.

(3) Restore the technician to his/her former grade/pay level or one of like seniority, status, and
pay when the technician was reduced or separated improperly.

(4) Reimburse the technician for all pay lost as a result of any improper RIF action.

e. When a technician's appeal uncovers an error that does not change the outcome of the RIF, the

Adjutant General will correct the error without requiring restoration or recall of the technician or
technicians involved.

23-7 RIF COMMITTEE

Management agrees to invite a Labor Organization representative to each RIF meeting. The Labor
Organization may form a committee for the purpose of recommending appropriate arrangements to be
utilized shouid the implementation of this article become necessary.

ARTICLE 24 - EMPLOYEE PROGRAMS

24-1 GENERAL
The parties recognize the importance of programs established for the welfare of employees. The

Employer and the Labor Organization agree to encourage employee participation in appropriate programs
such as Red Ribbon, DARE, etc.

24-2 OBJECTIVES
The objective of the Employee Assistance Program (EAP) is to identify and assist employees with

behavioral or personal problems, which impact upon work performance or disrupt interpersonal relations
with other employees in the immediate work environment.
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24-3 APPLICABLE DIRECTIVES
The following regulations provide guidance for these programs. These plans will be the sole criteria to be
used in all employee assistance actions.

a. TPM, dated March 2000, Annex G, Employee Assistance Program.
b. TPM, dated March 2000, Annex G, National Guard Alcohol And Drug Abuse Program.

ARTICLE 25 - CLASSIFICATION ACTIONS

25-1 GENERAL

It is agreed that before management assigns an effective date for any downgrade resulting from
reclassification, management will, after impact bargaining with the Labor Organization, provide the
affected technician with:

a. A notice, no less than thirty (30) days in advance of the effective date with a copy of the new position
description (PD) or, the current PD if no changes are being effected.

b. Make available the OPM - Civil Service Classification Standards that the position was graded by.
¢. Further information, knowledge and assistance on rights and appeal preparation.
NOTE: An effective date will not be established until each of the above provisions are met.

25-2 RECLASSIFICATION DOWNGRADE

a. If any position is downgraded with a substantial change of duties and job number, such action will be
considered a reduction in force (RIF) and existing contract RIF procedures (Article 23) will apply. In all
other cases, downgrades resulting from reclassification will be considered as classification actions.

b. No personnel actions resulting directly from downgrading/RIF will be taken until management and the
labor organization negotiate the impact of the proposed action(s). The parties will meet within one (1)
week after advance notice of the action(s) is provided to the Labor Organization.

c¢. No individual will be downgraded until an on site classification desk audit of the duties being performed,
has been accomplished by the Human Resource Office and immediate supervisor. This audit shall take
place before the effective date of the proposed action(s). The annual position description review shall not
fulfill the requirements of this desk audit.

d. The employer will not utilize classification actions for the purpose of either reward or punishment.

25-3 GRADE RETENTION

During the grade retention period (2 years) if a vacancy of equal or intervening grades exists for which the
technician is fully qualified, the technician may be offered the position. If there is more than one fully
qualified eligible technician in grade retention the merit placement plan will be utilized with the service
computation date (SCD) as the final tie-break.

ARTICLE 26 - EQUAL EMPLOYMENT

26-1 POLICY

The California Air National Guard Technician Equal Employment Opportunity Affirmative Action Plan
establishes the requirements of national policy and federal law. It assures equal employment,
development, promotion and treatment of the National Guard technicians. The Employer and the Labor
Organization agree to cooperate to the fullest in providing equal employment opportunity for all qualified
applicants and technicians and to prohibit discrimination because of age, race, color, creed, sex, national
origin or handicap. Both parties agree to promote and support all programs for equal employment
opportunity through a positive and continuing effort.

26-2 EEO COMPLAINT PROCEDURES

Any technician who believes they have been discriminated against in any matter because of race, color,

religion, sex, age, national origin or handicap may file an EEO complaint through the statutory procedures
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by contacting a designated EEO counselor for that specific area within 45 calendar days of the
occurrence.

26-3 COMPLAINTS ALLEGING SEXUAL HARASSMENT
a. The Employer and the Labor Organization agree that sexual harassment in the workplace will not be
condoned.

b. Reported cases of harassment will receive prompt and positive action.

c. Any technician who feels they have been the victims of harassment may file a complaint through the
statutory procedure by contacting an EEO counselor.

ARTICLE 27 - AGREEMENT ADMINISTRATION

27-1 EFFECTIVE DATE
The effective date of this agreement shall be after execution by the parties and approval by the Agency.
Both dates will be made part of the agreement prior to distribution.

27-2 AGENCY APPROVAL

a. The head of the Agency shall approve the agreement within 30 days from the date the agreement is
executed by the parties if the agreement is in accordance with the provisions of applicable law, rule, or
regulation.

b. If the Agency does not approve or disapprove the agreement within the 30-day period, the agreement
shall take effect and be binding on the Employer and the Association subject to the provisions of
applicable law, rule, or regulation.

c. In the event that a particular article or section of an article is not approved by the Agency, the
remainder of the agreement shall take effect as provided by law. The articles or sections of an article not
approved by the Agency shall later be incorporated as negotiations or appropriate remedies dictate and
subsequent approval by the Agency.

27-3 AGREEMENT DURATION

This agreement will remain in effect for three years from the date of approval by the Agency, or under the
provisions of PL 95-454, section 7114, (c) (3) whichever is applicable.

27-4 AGREEMENT PRECEDENCE
Upon approval, this collective bargaining agreement takes precedent over any c onflicting provisions in
Agency regulations, which predate, as well as those that postdate this agreement.

27-5 AGREEMENT AMENDMENTS/SUPPLEMENTS
a. This agreement may be subject to amendments or supplements by the parties during the agreement
lifetime under one of the following procedures:

(1) Annually, Either party to this agreement may submit subjects for negotiations for the purpose
of supplementing this agreement with provisions not covered by or contained within this
agreement.

(2) Either party may initiate negotiations at the mid-point of this agreement, after service of notice
no later then sixty- (60) days prior to the midpoint of this agreement.

(3) At any time, by mutual consent, for the purpose of amending or providing supplements to this
agreement.

b. A request for an amendment or supplement to this agreement by either party shali be in writing setting
forth the need or reason for the proposed change and a summary of the change.

c. Representatives of the employer and the Association will meet within 30 days to commence
negotiations of the proposed amendment or supplement, unless a later date is mutually agreed upon. No

changes other than those specified in the summary provided for in paragraph 27-5b of this article will be
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considered.

d. Approval of an amendment or supplement to the agreement will be accomplished in the same manner
as provided for approval of the basic agreement as specified in paragraph 27-2 of this article.

27-6 NEGOTIATING A NEW AGREEMENT
a. Negotiations for a new agreement will commence no earlier than one hundred fifty (150) calendar days
or later than ninety (90) calendar days prior to the termination of this agreement.

b. Thirty (30) days prior to the start of negotiations of a new agreement, representatives of the Employer
and representatives of the Association of Civilian Technicians will meet to initiate a memorandum of
understanding establishing the ground rules for the conduct of negotiations.
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SIGNATURES FOR EXECUTION

In witness thereof, the Parties hereto have entered into this Agreement on this 3" day of June 2003.

Mr. Norman Smith

FOR THEEMPLOYER: FOZZLABOR ORGANIZATION:

&
d

Ms. Connie Medina

Mr. Phl”lp : ucker

MSgt Frank Hazelton /



UNITED STATES OF AMERICA

BEFORE THE FEDERAL LABOR RELATIONS AUTHORITY

CALIFORNIA NATIONAL GUARD

FRESNO ANG, CALIFORNIA
-Activity

- and- CASE NO. SF-RP-80007

ASSOCIATION OF CIVILIAN TECHNICIANS
-Petitioner/Labor Organization

- and-

NATIONAL ASSOCIATION OF GOVERNMENT EMPLOYEES,
LocaL R12-105, AFL-CIO
-Incumbent Labor Organization ;

CERTIFICATION OF REPRESENTATIVE

-

An election was conducted in the above matter under the supervision of the undersigned Regional
Directc: of the Federal Labor Relations Authority, in accordance with the provisions of Chapter 71 of Title
5 of the U.S.C., and with the Regulations of the Federal Labor Relations Authority. A majority of the valid
ballots has been cast for a representative for the purpose of exclusive recognition. Pursuant to authority
vested in the undersigned,

IT IS CERTIFIED that the Association of Civilian Technicians

has been designated and selected by a majority of the employees of the above-named Activity or Agency,
in the unit described below, as their representative for purposes of exclusive recognition, and that pursuant
to Chapter 71 of Title 5 of the U.S.C., the named labor organization is the exclusive representative of all
employees in the unit.

UNIT:
INCLUDED: All wage grade and general schedule employees employed by the California
National Guard at Fresno ANGB, California.

EXCLUDED: Professional employees, management officials, supervisors, and employees
described in 5 U.S.C. 7112 (b) (2), (3), (4), (6), and (7).

FEDERAL LABOR RELATIONS AUTHORITY

Loand . (845

Dated: February 23, 1998 Gerald M. Cole, Regional Director
Attachment: Service Sheet - -~ - San Francisco Region :

FLRA Form 28
(Rev. 1/96)



DEPARTMENT OF DEFENSE
CIVILIAN PERSONNEL MANAGEMENT SERVICE
1400 KEY BOULEVARD
ARLINGTON, VA 22209-5144 05 AUG 20U

MEMORANDUM FOR THE ADJUTANT GENERAL, CALIFORNIA NATIONAL
GUARD, ATTN: CAJS-HR (1ILT STUART EWING)
9800 GOETHE ROAD, P.O. BOX 269101
SACRAMENTO, CALIFORNIA 95826-9101

SUBJECT: Agreement between The Adjutant General, California National Guard and
the Association of Civilian Technicians. Chapter 118 (LAIRS No. 080100)

The subject agreement, executed on June 3, 2003, was previously approved on
July 2, 2003 minus several disapproved provisions in accordance with Article 27, Section
27-2c of that agreement. Those provisions have been subsequently renegotiated and were
executed on July 28, 2003. Those provisions are now approved with the foilowing
mandatory understanding;:

The language in Article 18, Section 18-1 a does not preclude management from
taking disciplinary action for punitive reasons.

Copies of the approved agreement, containing the newly approved language should
be forwarded as follows:

a. Defense Civilian Personnel Management Service (DCPMS) Field
Advisory Services Division, Labor Relations Branch, 1400 Key Blvd., Suite B-200,
Arlington, Virginia 22209-5144 — email one copy to labor.relations @cpms.osd.mil and
one copy of OPM Form 913-B (attached). Also, please send a copy of the approved
agreement on disk (Microsoft Word, WordPerfect or any standard text format).

b. National Guard Bureau, ATTN: NGB-HRL, 1411 Jefferson Davis
Highway, Suite 9100, Arlington, Virginia 22202-3231 — one copy.

Please keep in mind that any amendments or supplements that you add to your
agreement are subject to review and approval by this office in the same manner as we
have approved this agreement. If you reopen the agreement during ifs time span in order
to change any articles or add any new articles, please send those changes to us as soon as
they have been agreed to, so we may review and approve them in accordance with DoD
1400.25-M, Chapter 711.6.3 and 5 U.S.C. 7114(c).

If there are any questions concerning the agreement, Andrea Krawczyk can be
reached on DSN 426-6301 or commercial (703) 696-6301, extension 430.

RECEIVED

e 2 200

oA HR



A copy of this memo was served on the union by certified mail on this date. 05 AUG 2003

4

56\« Chief, Field AdviSory Services Division

Attachment:
As stated

cc:
Mr. Richard Romero

President, Chapter 118

Association of Civilian Technicians
5323 E. McKinley

Building 100

Fresno, CA 93727

Mr. Norman Smith

Field Representative

Association of Civilian Technicians
114 W. Libby St.

Phoenix, AZ 85023

National Guard Bureau
ATTN: NGB-HRL

1411 Jefferson Davis Highway
Suite 9100

Arlington, VA 22202-3231

RECEIVED

AUG 1 2 2003
CAJS-HR



